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ABSTRACT
URBAN UNIVERSITY ADJUNCT FACULTY PERCEPTIONS OF 
PROFESSIONAL DEVELOPMENT NEEDS
Merodie Anne Hancock 
Old Dominion University 
1998
Director: Dr. John Ritz
The purpose of this study was to determine Old Dominion 
University adjunct faculty members' perceptions of their 
professional development needs. A three-round Delphi 
technique was employed as the primary research tool. An 
initial stratified sample of 120 current adjunct faculty 
members was selected by college associate deans. The 
research was conducted with 57 adjunct faculty members 
completing all three rounds of the study.
The first research question was to ascertain Old 
Dominion University adjunct faculty members' perceptions of 
their professional development needs toward teaching for an 
urban university. Sixteen development needs were derived 
representing all of the inputs from respondents. The 
results showed participants felt professional development 
was essential in a range of areas including, technology, 
handling diverse student populations, course development, 
faculty mentoring, orientation, strategic planning, and 
personal skills.
The second research question was to determine the
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relative importance of the derived professional development 
needs. Mean scores ranking the relevance of the 
professional development needs were obtained via the final 
two rounds of the Delphi study. Respondents felt training 
in the academic use of technology, opportunities for peer 
support, and improved support for attending doctoral courses 
and professional seminars were the most relevant of the 
development needs. Development opportunities focusing on 
time management, leadership skills, and presentation skills 
were perceived as the least relevant.
The third research question was to calculate the 
correlation between the perceived professional development 
needs and selected adjunct faculty demographic variables. 
Significant correlations were found to exist between (a) the 
need for information sessions on accessing support equipment 
and supplies and faculty gender, (b) the need for training 
in the academic use of technology and faculty age, (c) the 
need for methods of interacting with students and teaching 
level and student type, and (d) the need for a mentorship 
program and gender, degree held and student type.
The findings from this study provide urban universities 
with a base of professional development needs as perceived 
by active adjunct faculty. Use of these findings could 
prove beneficial to college and university personnel 
striving to increase the quality of adjunct instruction.
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1CHAPTER I 
INTRODUCTION 
"Academic professionals are the most important 
educational resources of a college or university." So 
started Gaff's guide to professional development resources 
(Gaff, Festa, and Gaff, 1978, p. 8). The introduction 
proceeded, "... their continuous development is of paramount 
importance to the vitality of their institutions" (p. 8). 
Gaff et al. was specifically referencing full-time faculty. 
However, in higher education there is a new group of 
faculty, adjunct, or those who have the experience and 
credentials to serve as part-time faculty. The use of 
adjunct faculty by higher education institutions increased 
significantly over the last decade, particularly when 
considered relative to the growth of full-time faculty. 
According to the National Center for Educational Statistics 
(NCES), the number of part-time faculty, excluding graduate 
and teaching assistants, increased from 22% of total faculty 
in 1970 to 40% in 1993. Figure 1 shows the total growth of 
part-time and full-time faculty over this 23 year period. 
While both categories of faculty increased in number, the 
majority of the growth occurred in the part-time ranks.
This was especially true since 1990. Figure 2 clarifies the 
differing growth patterns by illustrating the percentage of 
each group as a part of the whole faculty. By 1993, over
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Figure 1. Faculty usage 1970 - 1993. Adapted from NCES, National Study of 
Postsecondary Faculty, 1996.
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Figure 2. Percent of adjunct and full-time faculty, 1970-1993. Adapted from 
NCES, National Study of Postsecondary Faculty, 1996.
CO
440 percent of the total faculty were classified as part- 
time. This marked a significant change from just over 
twenty percent in 1970 (National Center for Educational 
Statistics, 1996).
Regardless of the overwhelming numbers, Gappa and 
Leslie (1993) showed that while much had been said about 
"how and why using part-time faculty is undesirable and 
about the resulting erosion in quality, very little has been 
done to improve the quality of instruction in institutions 
that rely heavily on adjunct instruction" (1993, p. 6).
This was particularly surprising given the vast quantity of 
research conducted on improving university teaching as a 
whole.
The literature reflected a void in academia's 
understanding of what constitutes effective professional 
development for adjunct faculty. The faculty development 
system, which was founded on a hierarchical structure of 
tenure and lifelong dedication to teaching and research, was 
facing new challenges which needed to be addressed. The 
budget crises of the late 1980s and 1990s, coupled with the 
escalating concerns over student outcomes, made the use of 
adjunct faculty economically popular but also taboo. The 
very system which supported the funding of tenured 
professors was at the same time regarded with a negative 
bias by many full-time faculty (Rose, 1993).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
5This study used a modified Delphi Technique to derive 
an unbiased collation and ranking of adjunct faculty 
perceptions of the professional development needs of urban 
adjunct faculty. "Three general ideas are involved in the 
Delphi procedure: anonymity, iteration and controlled 
feedback, and statistical group response" (Pallante, 1976, 
p. 86). The Delphi Technique allowed for the benefits of 
group decision making without the complications.
(Delphi) is a means for aggregating the judgements 
of a number of individuals in order to improve the 
quality of decision making. Because Delphi does 
not require face-to-face contact, however, it is 
particularly useful for involving experts, users, 
resource controllers, or administrators who cannot 
come together physically. Delphi,..., lets people 
remain anonymous but,..., prevents domination by 
certain individuals (Delbecq, Van de Ven, and 
Gustafson, 1975, p. 83).
As a result of the attributes, the Delphi Technique was 
chosen as the appropriate survey tool to best determine the 
perceptions of Old Dominion University adjunct faculty 
regarding their professional development.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
6Purpose of the Study 
The purpose of this study was to determine Old Dominion 
University adjunct faculty members' perceptions of their 
faculty development needs.
Research Questions 
To solve this problem, the following questions were 
answered:
1. What were the Old Dominion University adjunct 
faculty members1 perceptions of their professional 
development needs toward teaching for an urban university?
2. What, in the opinion of the Old Dominion University 
adjunct faculty, was the relative importance of these needs?
3. What was the correlation between the perceived 
professional development needs and the following demographic 
variables of adjunct faculty members: faculty age and 
gender, education, ethnicity, student type, student age, 
course levels, and types of instruction?
Significance of the Study 
Programs intended to increase effectiveness and 
efficiency in the classroom also complement 
institutional and national goals, particularly 
those relating to the assessment movement, a 
movement prompted in part by state legislatures
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
7who demand to know that funds appropriated to 
colleges and universities are positively affecting 
the quality of students1 educational experiences 
(Millis, 1994, p. 455).
In addition to demanding accountability in overall 
outcome assessment, the government and other agencies were 
paying direct attention to the impact of adjunct faculty 
usage by higher education institutions. Recent rounds of 
accreditation visits and ensuing recommendations by the 
Southern Association of Colleges and Schools reflected the 
acute interest in adjunct teaching effectiveness. This 
interest appeared to be an outgrowth of the continuing trend 
of universities and colleges to employ increasing numbers of 
adjunct faculty. The use of adjunct faculty expanded 
significantly for decades with no anticipated decline in the 
foreseeable future. The Criteria for Accreditation from the 
Southern Association of Colleges and Schools acknowledged 
the merit of adjunct faculty to "provide expertise to 
enhance the educational effectiveness of an institution..." 
(1995, p. 49). Despite this statement on part-time faculty, 
the Southern Association tempered its acceptance with the 
directive that the institution shall ensure the number of 
full-time faculty remained at an adequate number to provide, 
among other things, effective teaching. Additionally, the
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
8Southern Association required institutions employing part- 
time faculty to provide clear policies regarding such 
employment as well as an orientation session for all part- 
time faculty members. Further forms of professional 
development were neither a recommendation nor a requirement.
In a recent article about Old Dominion University, the 
University acknowledged the concern over the growing 
reliance on adjuncts, but pointed out Old Dominion 
University attracted "professional practitioners... who 
strengthen the academic experience" (The Virginian-Pilot, 
1997, March 30, p. B4). In meeting with the Old Dominion 
University Mission, the "teaching excellence" of these 
faculty need to be encouraged through faculty development 
programs. These professionals need to be provided the 
opportunities for professional development within their role 
as faculty. In order to make the professional development 
effective, the faculty needs must be assessed to determine 
perceived needs as well as type and time of delivery for 
development programs (Knowles, 1980; Ostertag, 1991; Pedras, 
1985).
There was a large array of literature to support the 
role of faculty development in increasing teaching 
effectiveness (Gappa & Leslie, 1983; Millis, 1994; Williams, 
1985). However, there was little to document the extent to 
which existing professional development programs have given
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
consideration to the needs of adjunct faculty (Ostertag, 
1991) . This study was an important step in the development 
of literature in the field.
Urban Significance 
Although adjunct faculty were used in institutions 
throughout the country, they were most often found in large 
numbers at community colleges and large research and 
doctorate granting universities (Gappa and Leslie, 1993). 
These were the schools that tended to serve the needs of 
urban, culturally diverse students. Trow (1967) made two 
points about students at such large state universities. 
First, on the average, they are academically less 
able, less motivated, and possess less of the 
common coin of intellectual discourse than are 
students in the selective private colleges and 
universities. Second, and equally important, the 
big state universities recruit a very 
heterogeneous student population, which includes 
substantial numbers of very able, highly 
motivated, and culturally sophisticated students 
as well as large numbers less well equipped for 
higher education (p. 171) .
The Mission Statement for Old Dominion University (Old 
Dominion University Catalog, 1996-1998) spoke precisely to
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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these concerns as demonstrated in the following excerpt;
"Old Dominion recognizes its mandate to serve both the 
academically gifted and those who have the potential for 
academic success despite educational, social, or economic 
disadvantages" (p. 3).
Further diversification of the student population 
existed in the areas of ethnicity, age and socioeconomic 
background. The Old Dominion University Profile (1996-1997) 
showed a student population comprised of minorities (28%) 
and females (56%). In addition, the University was 
committed to the recruitment and retention of minority 
faculty. By nature of its location, size, and mission, Old 
Dominion University student and faculty populations 
represented a cross section of American urban culture. The 
University faculty were expected to, and challenged with, 
teaching students of various backgrounds. The professional 
development needs of these adjunct faculty provided a model 
to be generalized to the many other institutions facing 
similar urban student and faculty populations.
Limitations and Delimitations of the Study
This study was based on an urban population. As a 
result, some of the findings may not be generalizable to 
adjunct faculty development needs in smaller, more 
homogeneous settings. These could include, but were not
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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limited to, the ability to effectively handle issues 
inherent in nontraditional students, language barriers, 
racism, and other such urban issues.
The respondent group used in this study was comprised 
exclusively of Old Dominion University adjunct faculty.
The number of faculty chosen out of each department was 
weighted to reflect the number of adjunct faculty used by 
the department. To ensure the expert quality of the 
participants, the associate college deans were asked to 
select their most dedicated and effective faculty.
Therefore, the perceptions reflected the beliefs of the 
University's top performing adjunct faculty. As a result, 
there may be some legitimate concerns of the less dedicated 
faculty that were excluded from the results.
The Human Subjects Review Board withheld permission to 
conduct research which would include information on the 
respondents' college. Consequently, correlations between 
perceived relevance of specific professional development 
needs and college were not considered within this research 
project. In accordance with the Human Subjects Review Board 
clearance, no reference was made which could by any means 
associate a respondent with his or her college and all 
respondents' identities were kept confidential.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Operational Definitions 
The following is a list of operational definitions
pertaining to this research:
1. Adjunct Faculty - non-tenure track, employed for less 
than 35 hours per week at any single institution. 
Research and teaching assistants were excluded for the 
purpose of this study. Adjunct faculty were referred 
to interchangeably as part-time and adjunct faculty. 
Although the research norm was to use the term part- 
time faculty, the faculty themselves prefer the term 
adjunct faculty (Gappa and Leslie, 1993).
2. Perceived professional development needs - perceptions 
of the respondents which were thought to have an 
outcome expectation of improving teaching 
effectiveness. Any faculty, instructional, or personal 
developmental program or activity was considered.
This excluded such programs as professional meetings 
and seminars which were focused on the faculty member's 
discipline, rather than general teaching and personal 
development.
3 . Demographic variables:
Age - of the respondent (part-time faculty member)
Gender - of the respondent (part-time faculty member) 
Race/Ethnicity - of the respondent (part-time faculty 
member)
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Course Level - course level, lower, upper or graduate 
level, generally taught by the respondent 
Rank - academic rank (professor, associate professor, 
assistant professor, instructor, assistant 
instructor, clinical or community faculty, or 
other) assigned by the University to the 
respondent (coincided with degree earned and 
years of teaching and experiential duties)
Degree Earned - highest degree earned by respondent 
Teaching Level - majority of courses taught were lower 
or upper level undergraduate or graduate level 
A.ge of Student - majority of students were 18 - 24 
years verses 25 years or older 
Status of Student - majority of students maintained
part-time (less than 12 hours per semester) verses 
full-time enrollment status (12 or more hours per 
semester)
Type of Teaching - traditional in-class, Teletechnet, 
or supervisory/internship
Summary
The use of adjunct faculty had become increasingly 
common in colleges and universities. The cost effectiveness 
and flexibility of adjunct faculty members made them 
invaluable resources to budget minded administrators.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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However, there existed a strong concern over the impact of 
adjunct faculty on the quality of higher education.
Effectual professional development was needed to assure 
adjunct faculty were up to par with their full-time 
counterparts.
This study analyzed Old Dominion University adjunct 
faculty perceptions of their professional development needs. 
Additionally, demographic variables were examined to 
determine if they correlated with differing professional 
development needs. Although the study was limited to Old 
Dominion University adjunct faculty, the results may provide 
a framework for professional development of adjunct faculty 
at other urban institutions.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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CHAPTER II 
REVIEW OF THE LITERATURE 
The literature review analyzed the many aspects of 
adjunct faculty: who they were, where they taught, what 
qualities they brought to the classroom, and why 
universities and colleges were so reliant on them for future 
teaching. The relationship between the adjunct faculty and 
the institution was reviewed to gain an understanding of the 
level of support provided by the institution and the level 
of service returned by the adjunct faculty. Lastly, the 
literature relating faculty development, particularly as it 
pertains to adjunct faculty, was reviewed to assess the role 
of faculty and instructional development in improving 
student learning.
Who Are Part-Time Faculty 
There was no single characteristic or group of 
characteristics to describe the average adjunct faculty 
member (Gappa, 1984; Gappa and Leslie, 1993; Tuckman, 1978). 
In many ways, however, the part-time faculty member emulated 
the national part-time employee. The majority of all 
persons who worked part-time did so voluntarily (Nardone,
1995). In addition,
. ..voluntary part-timers are likely to be women 
age 25 to 54, young people (age 16 to 24) , or
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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older people (age 60 and over). For each of these 
groups, working part-time seems linked to a desire 
to combine labor market participation with other 
activities (1995, p. 277) .
With the exception of young part-timers, the national trend 
defined by Nardone matched that of academic part-timers. 
Other demographics on part-time faculty revealed a diverse 
group of individuals. Figures 3 through 5 showed the 
various demographics of adjunct faculty as compared to full­
time faculty (National Study of Postsecondary Faculty,
1996) . Figure 3, gender of faculty, shows a similar number 
of females existed between groups. However, a large 
discrepancy existed between the number of full and part-time 
males. The pattern of ethnic representation, Figure 4, was 
analogous between full and part-time faculty. When 
considering age, part-time numbers closely matched full-time 
employment rates in faculty less than forty years of age. 
However, the number of full-time faculty escalated sharply 
between forty and sixty years of age. An explanation for 
the age patterning may be found in Tuckman's typology of 
part-time faculty.
In 197 8, in an effort to apply some form of typology to 
adjunct faculty, Tuckman developed a taxonomy of part-time 
faculty. His study was significant both for its taxonomy 
and for its position as one of the first major studies on
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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adjunct faculty. Tuckman surveyed 10,000 part-time faculty 
and received data on 3,763. Although the response rate was 
low, it provided data to categorize the faculty on their 
labor-supply behavior.
Tuckman found that the largest percent (27.6) fell into 
a group titled "full-mooners". These part-time faculty held 
additional jobs at which they worked a minimum of 35 hours 
per week. The next largest group (21.2 percent), he 
classified as "students". These part-time faculty taught in 
a department or institution different than the one in which 
they were enrolled. As such, they were not excluded from 
the study as graduate or teaching assistants. After 
students, came "hopeful full-timers", 16.6 percent. Hopeful 
full-timers were faculty members who were teaching part-time 
simply because full-time positions were not available. 
"Part-mooners" were described by Tuckman as those faculty 
members who held two or more jobs of less than 35 hours a 
week. This group constituted 13.6 percent of the survey. 
"Homeworkers", those part-time faculty members working part- 
time on a voluntary basis in order to be able to take care 
of a dependent, accounted for 6.4 percent of the responding 
faculty. Tuckman named the smallest group "semiretired". 
This group reported they worked part time because they were 
semiretired. They accounted for only 2.8 percent of the 
total respondents. A total of 11.8 percent of the
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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respondents did not fall into any of the above mentioned 
categories. Tuckman labeled this group "part-unknowners".
In their 1993 study, Gappa and Leslie revised Tuckman's 
typography into four loosely defined categories to better 
define current part-time faculty. The categories they 
developed were: career enders; specialists, experts, and 
professionals; aspiring academics; and freelancers. Career 
enders encompassed Tuckman1s semiretireds as well as those 
people who were in transition from established careers to 
retirement. The category of specialist, expert, and 
professional was used in place of full-mooner to better 
reflect the skills and qualities brought into the classroom 
by the professionals. They were teaching part-time for 
enjoyment rather than financial rewards. Aspiring academics 
was used to redefine hopeful full-timers to make the 
category inclusive of those faculty members who did not 
necessarily want to teach full-time but did want similar 
status to that associated with full-time and tenure track 
faculty. The final category, freelancers, was a composite 
of Tuckman's part-unknowners, part-mooners, and homeworkers. 
This group was considered to be part-time by choice. Their 
teaching was only one component of their professional or 
personal lives.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Where Are Part-Time Faculty
Although part-time faculty were frequently considered a 
defining trait of community colleges, they were found in all 
classifications of colleges and universities (Ernst and 
McFarlane, 1978; Leslie, Kellams and Gunne, 1982). Figure 6 
shows the categorization of adjuncts according to type and 
control of institution. While public 2-year schools 
employed the largest single group of faculty (44.2 percent), 
they still employed less than half of the total adjunct 
population (National Center for Educational Statistics,
1996) .
Unlike their full-time counterparts, part-time faculty 
were not hired on a national basis. As a result, colleges 
and universities were limited to regional supply variations 
(Leslie, Kellams and Gunne, 1978). As Leslie, Kellams and 
Gunne explain, a rural institution was confined to a 
relatively small hiring pool. On the other hand, urban 
institutions were able to select from extraordinary labor 
pools and in turn, develop and staff high quality programs 
as well as accommodate the large numbers of part-time adult 
students they served (Gappa, 1984; Ernst and McFarlane,
1978) .
Within the institutions, part-timers tended to teach 
predominately lower level general education and introductory 
courses (Gappa, 1984; Gappa and Leslie, 1993) . These
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introductory level courses typically enrolled large numbers 
of diversified students and were generally considered more 
difficult to teach than advanced courses in the same field 
(Guskey, 1988).
The Quality of Part-Time Faculty
Whether or not the use of adjunct faculty enhanced or 
hindered the quality of education offered by an institution 
was a subject of great debate. Part-time faculty were 
typically rated on par with their full-time counterparts on 
teaching effectiveness by both department chairs and 
students (Cohen and Brawer, 1996; Gappa and Leslie, 1993). 
Regardless of these evaluations, there existed concerns, 
voiced particularly by full-time faculty, that the increased 
use of part-time faculty would diminish the quality of 
education due to their lack of academic background and 
knowledge of the relevant literature (Gappa and Leslie,
1993; Leslie, Kellams and Gunne, 1982; Tuckman and Caldwell, 
197 9). Figures 7 and 8 show the differential for degrees 
and ranks held between full-time and part-time faculty. The 
large number of doctoral degrees held by full-time faculty 
and the large number of master's degrees held by adjuncts 
largely explained the variance between the full and part- 
time academic ranks, i.e., professor verses instructor.
The concerns traditionally voiced by full-time faculty
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regarding the lack of formal academic preparedness for 
adjuncts were countered by the unique skills they brought to 
the classroom. Part-time faculty tended to be more directly 
connected to the practical aspects of the academic field, 
brought new points of view to their teaching, and were less 
constrained by departmental culture and politics (Cohen and 
Brawer, 1996; Gappa and Leslie, 1993; Tuckman, 1981). In 
their article, Are We Shortchanging Our Students by Using 
Part-Time Faculty, Ernst and McFarlane listed the following 
assets and potential liabilities of employing part-time 
faculty (1978, p. 90):
Assets
-Academic preparation and professional experience 
-Professional and personal maturity 
-Professional and community liaison 
Liabilities
-Not properly oriented 
-Incoherent college faculty
-Lack of coordination and development of course content 
and objectives 
-Continuity of instruction and faculty stability 
-Faculty evaluation 
-Accreditation standards 
It is important to note that these authors further described
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the liabilities as "institutional challenges" that could be 
controlled if proactively addressed and treated. Ernst and 
McFarlane suggested orientation and socialization be used to 
address these challenges. However, it was assumed that in- 
service professional development would be an additional 
means of treating them. Leslie, Kellams and Gunne shared 
the postulate of mixed performance as they described adjunct 
faculty overall as neither higher nor lower quality than 
full-time faculty; just less dependable from one faculty 
member to the next (1982).
The Demand for Adjunct Faculty 
Cohen and Brawer summed up the value of adjunct faculty 
succinctly when they stated, "the reasons part-timers 
continue to be employed in sizeable numbers are that they 
cost less; they have special capabilities not available 
among the full-time instructors; and they can be employed, 
dismissed, and reemployed as necessary" (1996, p. 85).
There was overwhelming agreement among scholars that part- 
timers had become an integral part of the budgeting process 
(Cohen and Brawer, 1996; Gappa and Leslie, 1993; Leslie, 
Kellams and Gunne, 1982; Tuckman, 1981; Tuckman and 
Caldwell, 1979). In spite of this belief, Leslie, Kellams 
and Gunne pointed out administrators were not seeing the 
whole picture when assuming part-timers were less costly
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than full-timers. According to their research, the cost 
savings were significantly reduced when one added in the 
costs incurred with the associated increase in 
administrative work (1982). Over and above the salary 
discrepancy between full and part-time faculty, the research 
portrayed a complex rationale for the use of adjunct 
faculty. Perhaps the most attractive feature of part-time 
faculty was the flexibility they afforded the institution. 
Faculty demand was dependent on the volatile student demand 
for fields of study (Bowen and Sosa, 1989). The use of 
part-time faculty allowed colleges and universities to move 
more easily with the changing student demand, both in nature 
of programs and for time and place of program offerings 
(Gappa and Leslie, 1993; Leslie, Kellams and Gunne, 1982). 
This in itself made part-timers an invaluable commodity. 
According to the 1993 National Study of Postsecondary 
Faculty, between 1987 and 1992, approximately half of all 
higher education institutions took some actions to lower the 
percentage of tenured full-time instructional faculty and 
staff. The demand for inflexible tenured and full-time 
faculty appeared to be eroding by the increase in need for 
flexibility.
The Relationship Between Adjunct Faculty and the Institution 
Gappa and Leslie titled their 1993 study of adjunct
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faculty, The Invisible Faculty. This was perhaps a fitting 
description for the relationship many adjuncts had with 
their college or university. Although there was a subgroup 
within the part-timers that had a strong commitment to the 
employing institution, the bulk of adjuncts felt a minimal 
tie to their part-time employer (Tuckman, 1981). To further 
the gap between the part-timer and the institution, there 
existed a bias against adjuncts as a whole akin to prejudice 
(Rose, 1993) on the part of the full-time faculty. Part- 
time faculty were aware of and were disappointed with the 
disregard felt by many of their academic peers (Gappa and 
Leslie, 1993; Leslie Kellams and Gunne, 1982; Gappa, 1984). 
The lack of belonging felt by most adjuncts is 
exacerbated by the inadequate level of 
collegiality and service provided by the employing 
institution. In Gappa's 198 4 article on part-time 
faculty, she reports, "Most part-timers are poorly 
paid, have marginal job security at best, and get 
little instructional support for their teaching 
efforts. Nearly all to some extent resent the 
uncollegial treatment they receive and are 
frustrated by the impediments to good teaching 
performance they must put up with (p. 1).
Gappa went on to state, "Institutions by and large have not
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recognized that part-time faculty can be a major asset to 
their academic programs. Part-timers are painfully aware 
that administrators and full-time faculty see them as second 
class citizens” (p.l).
Adjunct faculty, for the most part, did not receive 
benefits similar to their full-time counterparts (Gappa and 
Leslie, 1993; NSOPF, 1993; Leslie Kellams and Gunne, 1982; 
Tuckman and Caldwell, 197 9). Given the overt lack of 
sincere approval and support, every opportunity needed to be 
made to show support and build collegiality among the part- 
time faculty. Orientation was an obvious opportunity to 
show the institution's support of the faculty and encourage 
faculty support of the institution. According to Leslie, 
Kellams and Gunne,
Socialization of new employees to an organization 
is a crucial element of the personnel relations 
process. They learn not only the technical 
details of organizational life, but absorb 
attitudes and values of the college community 
during this process (1982, p. 81) .
Regardless of the literature supporting a formal orientation 
process, most colleges and universities provided no formal 
orientation for their part-time faculty. Where orientation 
did exist, it was more frequently than not informal in 
nature (Leslie, Kellams and Gunne, 1982; Gappa and Leslie,
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1993) .
The Role of Faculty in Student Learning
Faculty were widely considered to be the primary asset 
of the university or college (Gaff,- Festa and Gaff, 1978; 
Wilson and Gaff, 1975). Regardless of the inherent 
rationale behind such a claim, it was backed by research 
which showed that faculty influence student outcomes in two 
ways (Levinson-Rose and Menges, 1981). First, instructional 
factors which were under faculty control had a direct impact 
on what students learned and the success they achieved 
within a given course, regardless of outside factors such as 
student background. Second, students who had been 
successful in their learning tended to complete degrees at 
higher rates and felt more positive about further education 
endeavors than students who had not experienced positive 
learning situations.
Further confirmation came from a study conducted by 
Guskey et al. (1981). Guskey estimated the effects of the 
institution, department, course, and teacher at three urban 
community colleges on earned credit rate (a combination of 
course grade and student retention). The findings of the 
study showed the greatest amount of variance attributed to 
teacher differences (52%). Guskey found these results 
caused for optimism and action since teacher differences
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were perhaps the most variable of the four areas under 
study. However, Levinson-Rose and Menges explained that 
faculty instructional practices became relatively fixed over 
time with the greatest opportunity for change in the first 
few years of instruction (1981).
With the research supporting the role of faculty on 
student success, it was vital to understand the makings of 
successful faculty professional development programs. This 
could only be accomplished with a thorough understanding of 
the instructional and professional issues facing today's 
faculty and students.
Defining Professional Development
Professional development had traditionally been handled 
on a departmental basis and characterized by sabbatical 
leaves, professional conferences, and research activities. 
The basic premise that these activities comprised faculty 
development had held fast for several reasons. Guskey 
listed three primary reasons (1988). First, faculty secures 
their positions via their scholarly talents, not their 
pedagogical, or androgogical, skills. Second, academic 
advancement was traditionally tied to scholarly activities. 
The "publish or perish" road to success was in place at the 
majority of institutions. Finally, institutions reaped a 
certain prestige and financial benefit by employing faculty
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well known for their completed and future research and 
writing activities. Therefore, those faculty members who 
conducted significant research were well served by their 
institutions. While there had been inquiry to establish 
that proficient researchers tended to excel in the classroom 
as well, the relationship has not been proven to be causal 
(Centra, 1983) .
The 1960s and 1970s marked a turn in what constituted 
faculty development. The concept of faculty development 
began to integrate the professional development of faculty 
as teachers as well as academic subject specialist (Guskey, 
1988). This change in the make-up of faculty development 
was brought about by the rapid change in curriculum 
development, instructional technology and learning theory, 
as well as the realization that faculty and students were 
diverse individuals and therefore reacted differently to 
various teaching styles (Gaff, 1975; O'Banion, 1973). 
Furthermore, there existed a personal development side to 
professional development which could not be ignored.
0 1Banion wrote:
Improved personal development leads to improved 
program development. Unless staff members are 
constantly updated and supported in their own 
development, programs cannot grow and flourish to 
meet student needs. The administration that
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values staff more highly than buildings, 
organizational plans, increased enrollments, 
instructional technology, and public image 
increases the chance that the institution will 
have a significant impact on students (1973, p.
19) .
The knowledge that effective professional development 
required a comprehensive approach including discipline, 
instructional, faculty, and personal development lead to a 
new era of developmental programs (Gaff, 1975; Zion and 
Sutton, 1973) . These programs were focused on an inclusive 
need to improve the learning experience and, according to 
Gaff, were the cornerstone for "one of the most powerful- 
even revolutionary-concepts to emerge in higher education in 
recent years" (1975, p. 11). These concepts, centering on 
the integration of personal, faculty, and instructional 
development, resulted in an increased interest in 
understanding how effective professional development was 
designed and how professional development needs were 
determined.
Determining Professional Development Needs 
The question of what made, and how one evaluated, an 
effective teacher had long plagued academia (Cervi, 197 9). 
Fink (1984) and Gaff (1975) denounced the old folklore that
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effective teaching was a God-given talent or that good 
teachers were born, not made. The concept of a teacher's 
classroom being his or her castle, coupled with the 
tradition of academic freedom, had led to a hands-off 
approach where new faculty were left to sink until, and if, 
they eventually learned to swim (Gaff, 1975). According to 
Gaff:
Teaching is a complex set of attitudes, knowledge, 
skills, motivations, and values. The improvement 
of teaching and learning requires an awareness of 
the complexities involved in faculty, students, 
and institutions and hence the avoidance of 
simplistic solutions (p. 6) .
It was necessary to identify the needs of the faculty 
before effective development could be initiated. The theory 
of adult education was appropriate to accomplish this type 
of complex faculty development. Adult educators had become 
change agents whose function had moved away from remedial 
education and toward the developmental role of helping 
clients achieve full potential (Knowles, 1980). Knowles 
defined the ideal adult learning experience as,
self directed inquiry, with the resources of the 
teacher, fellow students, and materials being 
available to the learners but not imposed on them.
The learners should be active participants,
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discovering for themselves those things they are 
ready to discover at a particular phase in their 
personal development (p. 13) .
This fell in line with Schmuck and Runkel' s doctrine 
that organizational development in schools needed to be 
designed with the current level of development in mind.
If you act as if the participants know something 
critical that they actually do not know, or as if 
they have a necessary skill that they do not have, 
at least some of them will soon feel confused, 
deceived or even betrayed, and your work with them 
will fall apart. Conversely, if you act as if the 
participants do not know when they do, or as if 
they have not had experience they believe they 
have had, many of them will be bored or even 
insulted (p. 378).
Successful development, therefore, hinged on an appropriate 
and timely needs assessment (Gaff, 1975; Zion and Sutton, 
1973) .
Summary
Adjunct faculty represented an enigma. Although they 
were found throughout higher education institutions, the 
relevant literature remained meager. It was understood that 
adjunct faculty were the solution to many programmatic and
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fiscal dilemmas, yet they were often viewed as para- 
professionals by the institutions they served and as second 
rate by the full-time faculty with which they worked.
The bifurcation which existed between part-time and 
full-time faculty was furthered by the lack of professional 
development geared toward the unique needs of adjunct 
faculty. The traditional role of faculty development was 
inappropriate for most adjuncts. Adult learning theory 
provided the basic model for creating a professional 
development model to suit the needs of the adjunct faculty. 
Providing development opportunities to address the current 
and most important needs was the mandatory component of a 
successful development program.
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CHAPTER III 
METHODS AND PROCEDURES 
The purpose of this chapter was to describe the methods 
and procedures used to answer the research questions 
proposed by this study. Included in this chapter are the 
following subjects: (1) population, (2) survey technique
employed, (3) data gathering procedures, (4) instruments,
(5) data analysis, and (6) summary.
Population
This study was conducted at Old Dominion University, 
located in Norfolk, Virginia. The population was defined as 
part-time faculty having taught a minimum of one credited 
class for the University within the last 18 months and 
expected to continue teaching for the University in the 
future. According to Delbecq, Van de Ven, and Gustafson, 
"few new ideas are generated within an homogeneous group 
once the size exceeds thirty well-chosen participants"
(1975, p. 89). This number was doubled to account for the 
demographic variation in faculty desired. Given an expected 
response rate of fifty percent, an initial sample size was 
set at n=120 which was comprised of adjunct faculty members 
from throughout the University. The sample was stratified 
to reflect the proportion of faculty teaching within the six 
University colleges. Table 1 shows the exact division of
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the 120 initial subjects derived from 1997 faculty data. 
Within each college, the associate dean responsible for 
appointments was requested to nominate faculty from among 
those who were respected among the top of their peers and by 
the associate dean (Appendix A displays the original letter 
sent to the associate college deans) . Although this did not 
contribute to a representative sample, it did allow for 
expert opinion and, as a result, further validated the 
Delphi results (Delbecq, Van de Ven, & Gustafson, 1975).
Table 1
Subject Sample by College
College Sample
Size
Total
Adjuncts
Arts and Letters 25 120
Business and Public Administration 7 35
Darden College of Education 57 272
Engineering and Technology 4 20
Health Sciences 19 95
Sciences 8 36
Total 120 578
Research Technique Employed 
The Delphi technique was selected to accomplish 
gathering and organizing the perceptions of adjunct faculty
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professional development needs. The Delphi technique was 
developed in the 1950s by Dalkey and his associates at the 
Rand Corporation. Although initially used exclusively for 
forecasting technological developments, use of the Delphi 
technique has become widespread and broadly accepted. 
According to Delbecq, Van de Ven, and Gustafson (1975, p.
10), the Delphi is used in planning sessions to achieve the 
following objectives:
1) To determine or develop a range of possible program 
alternatives.
2) To explore or expose underlying assumptions or 
information leading to different judgments.
3) To seek out information which may generate a 
consensus on the part of the respondent group.
4) To correlate informed judgments on a topic spanning 
a wide range of disciplines.
5) To educate the respondent group as to the diverse 
and interrelated aspects of the topic.
To various extents, all of these objectives related to 
the research at hand. Furthermore, the technique was 
supported as being useful in all levels of educational 
planning (Pallante, 1976), making the Delphi technique the 
tool of choice for this study.
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Data Gathering Procedures
The Delphi technique can be carried out with numerous 
variations. "...the specific form of a Delphi is generally 
determined by the nature of the problem being investigated 
and constrained by the amount of human and physical 
resources available" (Delbecq, Van de Ven, & Gustafson,
1975) . In this study, the respondent group remained 
anonymous. An outline of the study, as well as an 
introductory request for their participation, was sent to 
each nominated faculty member. The initial questionnaire 
requesting demographic information and their suggestions for 
faculty development accompanied this mailing. Appendix B 
provides a copy of the initial letter sent to the nominated 
adjunct faculty as well as the follow-up letter sent to 
non-respondents. Appendix C provides a copy of the Informed 
Consent Form each faculty member was required to sign as 
well as a copy of the application submitted to the Human 
Subjects Review Board.
The Delphi technique utilized in this research 
consisted of three iterations of questionnaires. The first 
questionnaire was the open-ended solicitation of 
professional development needs (Appendix D) . The second 
iteration was a compilation of the results of the first 
survey. A panel of two experts in the field of urban 
adjunct faculty grouped the initial responses into several
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categories (Appendix E). In questionnaire number two, the 
respondents were asked to rank the categories according to 
their perceived priority. Appendix F provides the cover 
letter, follow-up letter, and questionnaire for round two. 
The third and final round furnished the respondents with the 
overall ranking of the group, as well as a copy of their 
individual ranking. A copy of this questionnaire along with 
a copy of the cover letter and follow-up letter is furnished 
in Appendix G. The respondents were then asked to 
reconsider their perceptions of the ranking of adjunct 
professional development needs in light of the responses 
from the group as a whole. If they felt their ranking was 
out of range with the group response, they were requested to 
provide rationale for the outlayers. Based on the research, 
three rounds was considered adequate for achieving reliable 
results with a Delphi technique (Delbecq, Van de Ven, & 
Gustafson, 1975; Pallante, 197 6). Therefore, the process 
concluded with this iteration.
Instruments
All respondents received similar instruments at the 
same time. The instrument was different for each of the 
three rounds of the Delphi technique. The three rounds and 
their supporting instruments are described in detail below.
The first questionnaire was open-ended with the
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exception of the demographic material. The goal of the 
questionnaire was to compile a broad list of professional 
development needs for urban adjunct faculty and retrieve the 
demographic information for correlation analysis. The 
recipients were provided the following guidelines; "What, in 
your opinion, are the most vital professional development 
needs for adjunct college faculty teaching in urban 
institutions?" "Examples of such development might include 
use of classroom technology, time management skills, adult 
learning theory, and so on." "For the purpose of this 
study, professional development needs pertaining to subject 
mastery or general working conditions (parking and office 
space, secretarial support, etc.) are being excluded."
Further directions were provided requesting the 
recipient not limit their list to development needs that 
were or were not being met by the institution. Although a 
set number of responses were not required, the recipients 
were asked to list a minimum of three professional 
development needs.
The second instrument was developed by a panel of two 
experts with extensive experience and knowledge in the area 
of urban adjunct faculty. The expert panel grouped the 
responses from the first questionnaire into categories based 
on similarity of response. This questionnaire listed the 
derived categories, as well as provided clarifying examples
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or descriptions for each category, and asked the respondents 
to rank the professional development categories on a five 
point Likert style scale ranging from most relevant to 
irrelevant for urban adjunct faculty.
The final instrument was a questionnaire similar to the 
second questionnaire, however, the respondents were provided 
the group information from the second round along with a 
copy of their individual responses. The respondents were 
asked to review their rankings on the same Likert style 
scale with consideration given to the group response. They 
were provided space, and encouraged, to explain any rankings 
that differed significantly from those of the group. This 
was the final instrument administered to the sample.
Data Analysis
The three iterations of this Delphi study worked toward 
a common goal, but they also maintained unique purposes.
The first round was meant to induce a large number of 
diverse professional development needs. In order to 
categorize these responses in an accurate and unbiased 
manner, an panel of experts was established. The two 
experts first grouped the responses independently and then 
met to reach a consensus on a final categorization.
The data from the second round was in the form of 
Likert style five point responses. This data was tabulated
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to establish a group mean for each of the need categories. 
The mean scores were based on the ratings of a five point 
Likert style scale. Additionally, this data was analyzed a 
second time to see if there existed any significant 
variations in ranking and the demographic variables 
collected with the initial instrument.
Statistical analysis was done to determine if 
significant correlations existed between the various 
demographics and their faculty development needs. 
Specifically, the predictor variables were gender of the 
respondent, age of the respondent, degree of the respondent, 
academic rank of the respondent, type of courses taught, 
type of students taught, race/ethnicity of the respondent, 
and level of courses taught. Point-biserial correlations 
were used to determine if any of the above listed variables 
was useful in predicting adjunct faculty development needs. 
The use of point-biserial correlations allowed for the 
researcher to determine the coefficient of relationships 
between the dichotomous measure and the continuous measure 
(Bruning and Kintz, 1987).
The data from the final iteration was analyzed twice. 
First, it was treated in the same manner as the second round 
in order to derive a final mean for each of the categories. 
In addition, this statistical data was textured with the 
qualitative rationale provided by respondents who felt their
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ranking could not merge with that of the group. Point- 
biserial correlations were not conducted on third-round data 
as the goal of this round was to bring the group rankings 
toward concensus.
Summary
A three-round modified Delphi technique was used to 
collect the data for this study. The Delphi technique 
allowed for the benefits of group decision making without 
many of the problems. Each participant had the opportunity 
to consider the views of the group while they maintained 
complete decision making autonomy.
In the next chapter, the findings of the Delphi study 
are presented. This includes exhibiting the means of each 
category developed from the five point Likert style scales, 
as well as the rationale for divergent ratings provided by 
respondents. Furthermore, correlations between faculty 
demographic variables and their perceptions of professional 
development needs are presented and summarized.
The final chapter, Chapter V, presents the conclusions 
and summary from this study. In addition, recommendations 
for further study, as well as use of the findings 
to improve the quality of education through the 
implementation of pertinent adjunct professional 
development, are put forth.
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CHAPTER IV 
FINDINGS AND INTERPRETATIONS 
This Delphi study was conducted during the Fall, 1997, 
and Spring, 1998, semesters. First-round surveys were sent 
to recommended faculty from the five Old Dominion University 
Colleges (n=120). The distribution of faculty among 
colleges was based on individual college use of adjunct 
faculty. The first-round survey resulted in 62 usable 
surveys. The second-round survey was sent to the initial 62 
respondents and resulted in 58 usable surveys. The third- 
round survey was sent to these 58 continuing respondents and 
resulted in 57 completed surveys. Follow-up letters were 
used to increase the response rate in all three rounds. The 
final response rate was 48% of the original sample with the 
concluding number of respondents well above the thirty 
desired for valid Delphi study results (Delbecq, Van de Ven, 
and Gustafson, 1975, p. 89) .
First-Round Results 
The first-round questionnaire was sent to 120 selected 
adjunct faculty. Of this original sample, 62 faculty 
members agreed to participate. An additional three declined 
to participate in writing, stating as their rationale the 
lack of need for any adjunct professional development. 
First-round respondents were requested to provide
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demographic information and a list of urban adjunct 
professional development needs. Appendix H provides a list 
of the development needs received with the first 
questionnaire. For simplification, exact duplicates were 
listed only once. However, similar needs without identical 
wording were listed to ensure full representation of all 
inputs.
The inputs from the first-round questionnaire were 
analyzed by a panel of two experts in the area of education 
and adjunct faculty. After thorough review, a condensed 
list of 16 professional development needs which fairly 
represented all of the initial inputs was developed.
Although the participants were requested to exclude 
professional development in the area of increased subject 
mastery from their lists, the area showed up repeatedly on 
responses. As a result, this form of professional 
development was given just consideration in the condensed 
list. The following list displays the final 16 faculty 
development needs.
Derived List of Professional Development Needs
1. Education on strategic planning and the opportunity to 
be a proactive participant in university/college/department 
strategic planning processes.
2. Informative sessions on methods of accessing support 
equipment, staff, supplies, etc., particularly during 
off-hours when adjuncts are on campus.
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3 . Training in academic use of computer technology to 
include hardware, presentation and discipline specific 
software, internet, on-line library resources, televised 
courses, etc.
4. How to enhance learning for adult and traditional 
students with use of technology.
5. Opportunities for peer support and knowledge exchange to 
enhance coordination among courses, program effectiveness, 
and collegiality.
6. Orientation meeting/literature for new adjuncts to cover 
the structure of higher education, legal aspects of 
education, departmental and university policies and 
procedures, and utilizing existing local industry 
relationships for education purposes.
7. Exploring ways to efficiently utilize in and out of 
class time, to include synchronous and asynchronous 
activities, presentations, and homework, which effectively 
address needs of students with various levels of academic 
preparedness.
8. Designing valid and reliable measures of learning and 
knowledge for urban students in traditional and non- 
traditional education settings.
9. Ways to provide inputs on textbook selection, course 
development, and faculty feedback to department chairs.
1 0 . Current methods of interacting with students to include 
handling student problems inherent in urban populations, 
cheating, rudeness, retaliation (particularly at full-time 
place of employment) , and interpreting and responding to 
verbal and non-verbal student cues.
1 1 . Personal skills: time management, leadership skills, 
ethics, presentation/speaking skills, etc.
1 2 . Mentorship program with full-time faculty to include 
feedback on teaching, inclusion in professional development 
activities for full-time faculty, opportunity to observe 
veteran full-time faculty, and overall increased interaction 
with faculty.
1 3 . Current research on adult learning theory, experiential 
teaching strategies, and associated education topics.
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14. How to understand and meet the learning needs 
simultaneously of urban students from various ethnic, 
racial, and socioeconomic backgrounds, and age and gender 
while teaching to one class.
15. Professional development: opportunities to attend, with 
financial assistance, doctoral course work, professional 
seminars, and certificate training as well as information on 
involvement in professional organizations.
16. On-going faculty development program addressing topics 
such as syllabus development and course requirements and 
objectives.
The above listed 16 professional development needs were 
used without modification for rounds two and three of the 
research.
Second-Round Results 
The second-round questionnaire was sent to the 62 
initial respondents. Every respondent was asked to rank 
each of the 16 professional development needs using the 
following criteria:
1 - irrelevant to urban adjunct faculty as a whole
2 - limited relevance to urban adjunct faculty as a
whole
3 - moderate relevance to urban adjunct faculty as a
whole
4 - significant relevance to urban adjunct faculty as a
whole
5 - most relevant to urban adjunct faculty as a whole. 
Of the 62 surveys sent out, 58 usable surveys were returned. 
A group mean for each professional development need was
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calculated. In accordance with Kachigan's theory of 
accurately representing data (1986, p.45), all final group 
means were rounded to the nearest tenth, one decimal point 
beyond that occurring in the data itself. Table 2 presents 
the mean scores for each of the 16 professional development 
items.
Table 2
Second-Round Mean Scores for Professional Development Needs 
of Urban Adjunct Faculty_____________________________________
Professional Development Need Mean
1. Education on strategic planning and the 3.1 
opportunity to be a proactive participant in 
university/college/department strategic planning 
processes.
2. Informative sessions on methods of 3.8
accessing support equipment, staff, supplies, etc., 
particularly during off-hours when adjuncts are
on campus.
3. Training in academic use of computer 3.9
technology to include hardware, presentation and 
discipline specific software, internet, on-line
library resources, televised courses, etc.
4. How to enhance learning for adult and 3.7
traditional students with use of technology.
5. Opportunities for peer support and 3.8
knowledge exchange to enhance coordination among
courses, program effectiveness, and collegiality.
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Table 2 continued
Professional Development Need
6. Orientation meeting/literature for new 
adjuncts to cover the structure of higher education, 
legal aspects of education, departmental and 
university policies and procedures, and utilizing 
existing local industry relationships for education 
purposes.
7. Exploring ways to efficiently utilize in 
and out of class time, to include synchronous and 
asynchronous activities, presentations, and homework, 
which effectively address needs of students with 
various levels of academic preparedness.
8. Designing valid and reliable measures of 
learning and knowledge for urban students in 
traditional and non-traditional education settings.
9. Ways to provide inputs on textbook 
selection, course development, and faculty 
feedback to department chairs.
10. Current methods of interacting with students 
to include handling student problems inherent in 
urban populations, cheating, rudeness, retaliation 
(particularly at full-time place of employment), and 
interpreting and responding to verbal and non-verbal 
student cues.
11. Personal skills: time management, 
leadership skills, ethics, presentation/speaking 
skills, etc.
12. Mentorship program with full-time faculty 
to include feedback on teaching, inclusion in 
professional development activities for full-time 
faculty, opportunity to observe veteran full-time 
faculty, and overall increased interaction with 
faculty.
13. Current research on adult learning 
theory, experiential teaching strategies, and 
associated education topics.
Mean
3.8
3.2
3.4 
3.9
3.4
2.8
3.3
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Table 2 continued
Professional Development Need Mean
14. How to understand and meet the learning 3.5
needs simultaneously of urban students from various 
ethnic, racial, and socioeconomic backgrounds, and
age and gender while teaching to one class.
15. Professional development: opportunities 3.9
to attend, with financial assistance, doctoral
course work, professional seminars, and certificate 
training as well as information on involvement in 
professional organizations.
16. On-going faculty development program 3.6
addressing topics such as syllabus development and
course requirements and objectives.
Although the raw scores for the initial rating of 
professional development needs varied from 1.0 to 5.0, the 
mean scores ranged from 2.8 to 3.9. The professional
t
development need of "Personal skills: time management, 
leadership skills, ethics, presentation/speaking skills, 
etc." received the low mean score of 2.8. "Professional 
development: opportunities to attend, with financial 
assistance, doctoral course work, professional seminars, and 
certificate training as well as information on involvement 
in professional organizations" along with "ways to provide 
inputs on textbook selection, course development, and 
faculty feedback to department chairs" and "training in 
academic use of computer technology to include hardware,
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presentation and discipline specific software, internet, 
on-line library resources, televised courses, etc." received 
the mean scores of 3.9, signifying the highest level of 
perceived need among urban adjunct faculty after the first 
ranking.
Third-Round Results
The third-round survey provided each of the 58 
continuing participants with a duplicate copy of the 16 
professional development needs derived from the first-round. 
In this round, each professional development need was 
followed by the initial mean score of all the respondents, 
as well as the individual's original score. The respondents 
were asked to reconsider the relevance of each professional 
development need in light of this information. Respondents 
who maintained outlayers on the third survey, defined as 
greater than one integer away from the group mean, were 
asked to provide a brief rationale for their ranking 
(Appendix I).
As with round two, a mean score, rounded to the nearest 
tenth, was calculated on the final responses. Of the means 
calculated on the 16 professional development needs, four 
increased, six decreased, and six remained unchanged. Table 
3 illustrates the final group mean and associated change for 
each development need.
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Table 3
Group Mean Scores for Third-Round Survey
Professional Development Need Final Mean Change
1. Education on strategic planning and 3.1 0.0
the opportunity to be a proactive participant
in university/college/department strategic 
planning processes.
2. Informative sessions on methods of 3.7 -0.1
accessing support equipment, staff, supplies,
etc., particularly during off-hours when 
adjuncts are on campus.
3. Training in academic use of computer 3.9 0.0
technology to include hardware, presentation
and discipline specific software, internet, 
on-line library resources, televised courses, 
etc.
4. How to enhance learning for adult 3.7 0.0
and traditional students with use of
technology.
5. Opportunities for peer support and 3.9 +0.1
knowledge exchange to enhance coordination
among courses, program effectiveness, and 
collegiality.
6. Orientation meeting/literature for 3.7 -0.1 
new adjuncts to cover the structure of higher 
education, legal aspects of education,
departmental and university policies and 
procedures, and utilizing existing local 
industry relationships for education 
purposes.
7. Exploring ways to efficiently 3.4 +0.2
utilize in and out of class time, to include 
synchronous and asynchronous activities, 
presentations, and homework, which
effectively address needs of students with 
various levels of academic preparedness.
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Table 3 continued
Professional Development Need Final Mean
8. Designing valid and reliable 3.3
measures of learning and knowledge for urban 
students in traditional and non-traditional 
education settings.
9. Ways to provide inputs on textbook 3.8
selection, course development, and faculty 
feedback to department chairs.
10. Current methods of interacting with 3.3 
students to include handling student
problems inherent in urban populations, 
cheating, rudeness, retaliation (particularly 
at full-time place of employment) , and 
interpreting and responding to verbal and 
non-verbal student cues.
11. Personal skills: time management, 2.7
leadership skills, ethics, presentation/ 
speaking skills, etc.
12. Mentorship program with full-time 3 . 3
faculty to include feedback on teaching, 
inclusion in professional development 
activities for full-time faculty,
opportunity to observe veteran full-time 
faculty, and overall increased interaction 
with faculty.
13. Current research on adult learning 3.5
theory, experiential teaching strategies,
and associated education topics.
14. How to understand and meet the 3.6
learning needs simultaneously of urban
students from various ethnic, racial, and 
socioeconomic backgrounds, and age and 
gender while teaching to one class.
Change
- 0.1
- 0.1
- 0.1
- 0.1
0.0
0.0
+0.1
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Table 3 continued
Professional Development Need Final Mean Change
15. Professional development: oppor- 3.9 0.0
tunities to attend, with financial assistance,
doctoral course work, professional seminars, 
and certificate training as well as 
information on involvement in professional 
organizations.
16. On-going faculty development 3.7 +0.1
program addressing topics such as syllabus
development and course requirements and 
objectives.
To increase the depth of research, a qualitative, 
texturing component was incorporated into the study. 
Respondents whose final ranking varied significantly from 
the second-round mean on any of the 16 professional 
development needs were asked to provide a brief explanation 
for the divergent views. As stated above, a ranking was 
considered to vary significantly if it is greater than one 
integer from the group mean. The provided explanations are 
listed in Appendix I.
Demographic Variables 
Demographic information on the respondents was 
collected within the first-round survey. Specifically, the 
following information was requested from each respondent: 
age, race/ethnicity, gender, highest degree held, academic
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rank, primary teaching level, student's age, student type, 
and primary teaching forum. The demographic breakdown of 
the 58 second-round respondents is discussed in detail 
below. Table 4 provides a comparison of the demographic 
distribution of this study and of the 1996 National Study of 
Postsecondary (Part-time) Faculty for selected variables.
Table 4
Comparison of Demographic Distribution and 1996 National 
Study of Postsecondary (Part-time) Faculty (NSPF)
Delta
-  2.0 
-  1.0
- 3.8 
+11.4
- 4.6
-  0.6
- 1.5 
+ 2.1
- 3.0 
+ 2.7
ODO Study 
Percentage*
NSPF
Percentage*
Age:
Under 30 3.4 5.4
30 to 39 24.1 25.1
40 to 49 32.8 36.6
50 to 59 31.0 19.6
60 or older 8 . 6 13.2
Race/ethnicity:
American Indian 0.0 0.6
Asian 1.7 3.2
Black, non-Hispanic 6.9 4.8
Hispanic 0.0 3.0
White, non-Hispanic 91.0 88.3
Gender:
Female
M  1 /■>
60.3
n  q n
44.6
C C A
+15.7
-15.7
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Table 4 continued
ODU Study NSPF
Percentage* Percentage* Delta
Degree:
Less than 
bachelor1s 
Bachelor1s
0.0
8.6
51.7
8.6
31.0
4.7
17.0
51.6
10.7
16.0
- 4.7
- 8.4 
+ 0.1
-  2.1 
+15.0
Master1s 
C.A.S.
Doctoral
*numbers may not total 100 percent due to rounding.
The following section provides additional details of 
the demographic classifications of the study participants. 
The sample used in this study was not randomly selected and 
therefore could not be assumed to accurately represent the 
entire population of Old Dominion University adjunct 
faculty. This demographic information did, however, provide 
an understanding into the overall representativeness of the 
adjunct faculty used for this study.
Age. Respondents were given 5 age groups; under 30, 30 
to 39, 40 to 49, to 59, and 60 or older. Of the 58 
qualifying respondents, 2 were less than 30, 14 were between 
the ages of 30 and 39, 19 were between 40 and 49, 18 were 
between 50 and 59, and 5 were 60 years or older. With the 
exception of the 50 to 59 age group, these numbers were in 
accordance with the information provided by the National 
Study of Postsecondary Faculty (1996).
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Race/ethnicity. Given the choices of American Indian, 
Asian, Black non-Hispanic, Hispanic, and White non-Hispanic, 
a disproportionate amount of respondents chose white non- 
Hispanic. Of the 58 usable responses from round two, 4 were 
black non-Hispanic, 1 was Asian, with the remaining 53 
respondents white non-Hispanic. As skewed as this response 
appeared, it fell closely in-line with the National Study of 
Postsecondary Faculty (1996).
Gender. Twenty-three, or 40 percent, of the round-two 
respondents were male, and 35, or 60 percent were female. 
This distribution was slightly inverted from the 1996 
National Study of Postsecondary Faculty findings for part- 
time faculty.
Degree Held. Respondents were requested to list their 
highest degree held. Five responded that a bachelor's 
degree was the highest degree held, 30 claimed a master's, 
five a certificate of advanced study, and 18 listed a 
doctorate. This analysis was similar to the 1996 National 
Study of Postsecondary Faculty in the master's category, yet 
higher in the doctorate category and lower in the percentage 
of bachelor's degrees held.
Academic Rank. The data collected on academic rank was 
determined to be unusable due to the large number of 
responses which left this field blank or checked several 
categories. Old Dominion University used degree held as a
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significant determinate of academic rank. Therefore, the 
data on degree held was considered to be loosely 
representative of academic rank. Regardless of this 
proposed relationship, the tenuous validity of the data 
resulted in academic rank being excluded from the analyzed 
demographic information.
Primary Teaching Level. The respondents to this survey 
were split with 31 teaching primarily undergraduate courses 
and 27 teaching primarily graduate level courses. Of the 31 
teaching undergraduate courses, 13 taught mostly lower-level 
courses, nine mostly upper-level courses with the remaining 
nine teaching an approximately equal mix of lower and upper 
level courses. This relatively equal distribution did not 
coincide with Gappa and Leslie's (1993) findings that 
adjunct faculty as a whole were primarily used to teach 
lower-level core courses.
Student Acre. Participating adjunct faculty were asked 
if the majority of their students were between the ages of 
18 and 24, 25 years or older, or split about evenly. 
Fourteen, or 24 percent, of the participants reported the 
majority of their students were between 18 and 24 years old. 
Twenty-four, or 41 percent, reported their students were 
primarily over 24 years old and the remaining 20 
participants reported their students as being equally split 
between the two age groups.
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Student Type. The question of student type asked the 
adjunct faculty member whether the majority of their 
students were attending school on a full or part-time basis. 
Of the 58 respondents, 28 reported full- time, 18 reported 
part-time, and 12 felt their students were split about 
evenly between the two categories.
Teaching Forum. The adjunct faculty were queried as to 
the forum in which they normally taught: traditional 
classroom, Teletechnet, or supervisory or internship. A 
notable majority, 48 or 83 percent, indicated traditional 
classroom. Four respondents identified Teletechnet and six 
chose supervisory or internship.
Correlations
Point-biserial correlations were calculated on each of 
the 16 professional development needs and the dependable 
demographic variables. Excluded from the correlation 
analysis were race/ethnicity and teaching forum due to the 
lack of distribution among respondents and academic rank due 
to the unreliability of the data provided by respondents.
All other variables, age, gender, highest degree held, 
teaching level, student age, and student type, were 
analyzed. In order to create true dichotomous variables, 
the demographic data was sorted in the following manner: 
age, less than 40 or greater than or equal to 40 years of
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age; gender, male or female; degree earned, bachelor's and 
master's and certificate of advanced study and doctorate; 
teaching level, undergraduate or graduate; student age, 18 
to 24 and greater than 24 years of age; student type, full­
time or part-time. Data from respondents who were unable to 
select one of the above mentioned discriminators were 
excluded from that analysis. All point-biserial 
coefficients were further analyzed with t-tests to test 
their significance at the .05 level for a two-tailed test. 
Table 5 relates all point-biserial (rpb) and t-score (t) 
results. Appendix J provides the supporting data for the 
point-biserial correlations and t-scores.
Table 5
Point-Biserial Correlations on Demographic Variables and 
Professional Development Needs.___________________________
1. Education on strategic planning and the opportunity to 
be a proactive participant in university/college/department 
strategic planning processes.
age rpb 0.10 teaching level rpb 0.01
age t 0.76 teaching level t 0.08
gender —pb 0.21 student age rpb 0.07
gender t 1.61 student age t 0.43
degree r pb 0.14 student type rpb -0.04
degree t 1.06 student type t -0.23
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2. Informative sessions on methods of accessing support 
equipment, staff, supplies, etc., particularly during 
off-hours when adjuncts are on campus.
age rpb 0 . 0 0 teaching level rpb 0 . 1 0
age t 0 . 0 1 teaching level t 0 . 7 3
gender r pb 0 . 3 7 student age rpb 0 . 1 4
gender t 2 . 9 4 student age t 0 . 8 8
degree r pb 0 . 1 6 student type rpb 0 . 2 6
degree t 1 . 2 1 student type 1 . 7 6
3. Training in academic use of computer technology to 
include hardware, presentation and discipline specific 
software, internet, on-line library resources, televised 
courses, etc.
age rpb -0.32 teaching level rpb 0.21
age t -2.54 teaching level t 1.64
gender rpb -0.02 student age rpb 0.09
gender t -0.19 student age t 0.56
degree rpb 0.10 student type rpb 0.14
degree t 0.77 student type t 0.90
4. How to enhance 
students with use
learning for adult and traditional 
of technology.
age rpb -0.16 teaching level rpb -0.04
age t -1.18 teaching level t -0.27
gender rpb 0.08 student age rpb -0.22
gender t 0.57 student age t -1.33
degree rpb 0.08 student type rpb -0.02
degree t 0.57 student type t -0.14
5. Opportunities for peer support and knowledge exchange 
enhance coordination among courses, program effectiveness, 
and collegiality.
age rpb -0.20 teaching level rpb 0.05
age t -1.51 teaching level t 0.35
gender rpb 0.22 student age rpb 0.04
gender t 1. 65 student age t 0.24
degree rpb 0.18 student type rpb 0.06
degree t 1.37 student type t 0.41
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Table 5 continued
6. Orientation meeting/literature for new adjuncts to cover 
the structure of higher education, legal aspects of 
education, departmental and university policies and 
procedures, and utilizing existing local industry 
relationships for education purposes.
age rpb 0 .  00 teaching level rpb 0 . 0 0
age t 0 . 0 1 teaching level t - 0 . 0 3
gender r pb 0 . 1 2 student age rpb - 0 .  04
gender t 0 .  93 student age t - 0 . 2 6
degree r pb 0 . 0 9 student type rpb - 0 .  01
degree t 0 .  67 student type t - 0 . 0 4
7. Exploring ways to efficiently utilize in and out of 
class time, to include synchronous and asynchronous 
activities, presentations, and homework, which effectively 
address needs of students with various levels of academic 
preparedness -
age rpb 0.01 teaching level rpb -0. 03
age t 0.10 teaching level t -0.21
gender r Pb 0.10 student age rpb -0.09
gender t 0.73 student age t -0.54
degree r pb 0.10 student type rpb 0.09
degree t 0.73 student type t 0.58
8. Designing valid and reliable measures of learning and 
knowledge for urban students in traditional and non-
traditional education settings.
age rpb -0.19 teaching level rpb -0.01
age t -1.42 teaching level t -0.06
gender rpb 0.08 student age rpb -0.25
gender t 0. 62 student age t -1.56
degree r pb 0.19 student type rpb 0.00
degree t 1.44 student type t 0. 01
9. Ways to provide inputs on textbook selection , coursi
development, and faculty feedback to department chairs.
age rpb 0.18 teaching level rpb 0.09
age t 1.40 teaching level t 0.67
gender rpb 0.23 student age rpb 0.09
gender t 1.80 student age t 0.52
degree rpb 0.15 student type rpb 0.09
degree t 1.16 student type t 0. 61
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Table 5 continued
10. Current methods of interacting with students to include 
handling student problems inherent in urban populations, 
cheating, rudeness, retaliation (particularly at full-time 
place of employment), and interpreting and responding to
verbal and non­-verbal student cues.
age rpb 0.04 teaching level rpb 0.29
age t 0.28 teaching level t 2.31
gender rpb 0.18 student age rpb 0.25
gender t 1.40 student age t 1.57
degree rpb 0.22 student type rpb 0.33
degree t 1. 65 student type t 2.29
11. Personal skills: time management, leadership skills,
ethics, presentation/speaking skills, etc.
age rpb -0.05 teaching level rpb 0.21
age t -0.38 teaching level t 1.58
gender rpb -0.17 student age rpb -0.10
gender t -1.31 student age t -0.61
degree rpb 0.11 student type rpb 0.17
degree t 0.80 student type t 1.15
12. Mentorship program with full-time faculty to include
feedback on teaching, inclusion in professional development 
activities for full-time faculty, opportunity to observe 
veteran full-time faculty, and overall increased interaction 
with faculty.
age rpb - 0 . 0 7 teaching level r 0 - 1 6
age t - 0 . 5 0 teaching level t 1 .1 8
gender r Pb 0 . 2 9 student age rpb 0 . 1 3
gender t 2 . 2 5 student age t 0 . 7 7
degree r Pb 0 . 2 6 student type rpb 0 . 3 0
degree t 2 . 0 2 student type t 2 . 0 9
Current research on adult learning theory, experiential
hing strategies, and associated education topics.
age rpb - 0 . 1 9 teaching level rPb - 0 . 1 3
age t - 1 . 4 7 teaching level t - 1 . 0 0
gender rpb 0 . 1 3 student age rpb - 0 . 2 6
gender t 0 .  98 student age t - 1 .  61
degree rpb 0 . 1 0 student type rpb - 0 . 1 9
degree t 0 . 7 3 student type t - 1 . 2 8
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Table 5 continued
14. How to understand and meet the learning needs 
simultaneously of urban students from various ethnic, 
racial, and socioeconomic backgrounds, and age and gender 
while teaching to one class.
age rpb -0.18 teaching level rpb 0.03
age t -1.41 teaching level t 0.23
gender rpb -0.23 student age rpb 0. 04
gender t -1.75 student age t 0.22
degree rPb -0.07 student type rpb 0.10
degree t -0.50 student type t 0.70
15. Professional development: opportunities to attend, with 
financial assistance, doctoral course work, professional 
seminars, and certificate training as well as information on 
involvement in professional organizations.
age rpb 0.09 teaching level rpb 0.01
age t 0. 65 teaching level t 0.07
gender rpb 0.10 student age rpb 0.15
gender t 0.76 student age t 0.89
degree r Pb 0.14 student type rpb 0.07
degree t 1. 03 student type t 0.44
16. On-going faculty development program addressing topics 
such as syllabus development and course requirements and 
obj ectives.
age rpb 0.03 teaching level rpb -0.06
age t 0.23 teaching level t -0.46
gender rpb 0.13 student age rpb 0.07
gender t 0. 98 student age t 0. 41
degree r pb -0. 05 student type rpb 0.11
degree t -0.35 student type t 0.75
The correlations with significant values at the .05 
level included four of the 16 professional development 
needs. Need two, "informative sessions on methods of 
accessing support equipment, staff, supplies, etc., 
particularly during off-hours when adjuncts are on campus," 
was ranked significantly higher by females than males. Need
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three, "training in academic use of computer technology to 
include hardware, presentation and discipline specific 
software, internet, on-line library resources, televised 
courses, etc.," was ranked significantly higher by faculty 
over age 40 than by younger faculty.
Need 10, "current methods of interacting with students 
to include: handling student problems inherent in urban 
populations, cheating, rudeness, retaliation (particularly 
at full-time place of employment), and interpreting and 
responding to verbal and non-verbal student cues," had two 
correlations that proved statistically significant. 
Participating adjuncts teaching undergraduates and those 
teaching full-time students tended to rank this need higher 
than those teaching graduate students and part-time 
students. It was worth noting, however, that while teaching 
level and student type had significant correlations to 
faculty rankings, student age was not found to be 
statistically significant.
Need 12, "use of a mentorship program with full-time 
faculty to include: feedback on teaching, inclusion in 
professional development activities for full-time faculty, 
opportunity to observe veteran full-time faculty, and 
overall increased interaction with faculty," had significant 
correlation on three variables. Faculty gender, degree 
held, and student type were all found to have a
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statistically significant correlation with faculty rankings. 
Specifically, adjuncts who were female, did not have 
doctorate degrees or certificates of advanced standing, or 
taught full-time students were likely to rank the need for a 
mentorship program higher than their counterparts without 
any of these traits.
Summary
This study established a list of derived professional 
development needs for urban adjunct faculty. Through 
utilization of the Delphi technique, this was accomplished 
without the bias and pressures frequently associated with 
group consensus building (Delbecq, Van de Ven, & Gustafson, 
1975) .
An initial sample of 120 selected urban adjunct faculty 
were sent open-ended questionnaires, a demographic 
information survey, and an Informed Consent Document. From 
the usable open-ended questionnaire responses, a list of 16 
professional development needs was derived. This list was 
then sent to all respondents with the instructions to rank 
their perceived relevance of each need on a five point 
Likert style scale. Based on the responses from this 
survey, group means were calculated on each of the 16 items. 
A third-round survey was sent out to all continuing 
participants with the instructions to again rank the
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professional development needs in light of the group means 
and their original ranking. From this round, group means 
were recalculated to determine a group consensus for the 
perceived relevance of each need. Participants whose final 
ranking was not in-line with the group consensus were asked 
to submit a brief rationale statement for each outlayer. A 
total of 57 adjunct faculty completed all three rounds of 
the study.
An additional testing was conducted on the second-round 
data and the demographic information collected with the 
first survey. Because the goal of the third-round of the 
study was to reach group consensus, these data were not used 
for the correlational analysis. Point-biserial correlation 
was used to determine if a correlational relationship 
existed between selected demographic variables and the 
faculty member's ranking of a given professional development 
need. A post-hoc analysis using t-tests of significance was 
used on all correlations to determine whether or not each 
coefficient was statistically significant at the .05 level. 
In the majority of cases, a relevant correlation was 
determined not to exist. In seven cases, spread over four 
professional development needs, statistically significant 
correlations were found to exist.
In the final chapter of this study, the research will 
be summarized and conclusions from the findings will be
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drawn. Additional recommendations for further research will 
be presented.
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CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Summary
The purpose of this research was to determine Old 
Dominion University adjunct faculty members' perceptions of 
their faculty development needs. To accomplish this, an 
initial sample of 120 current adjunct faculty was selected 
by university associate deans. The selection was designed 
to create a stratified sample with proportionate 
representation from throughout Old Dominion University. Of 
the initial sample, 57 (48 percent) maintained full 
participation through the entire study.
A modified three-round Delphi technique was chosen as 
the research model to allow for group interaction and 
consensus building without face-to-face meetings. The 
combination of numeric data and open-ended response 
opportunities resulted in a reliable model of consensus on 
professional development needs determination matched with 
qualitative texturing to allow for acknowledgement of 
individual concerns and inputs.
The first-round mailing was comprised of an 
introductory letter explaining both the study and the Delphi 
technique, an Informed Consent Form, and a two-part survey. 
The survey included a request for demographic information 
and an open-ended solicitation of perceived urban adjunct
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professional development needs. A second follow-up letter 
was mailed after three weeks to each of the non-respondents.
The demographic data from the first-round survey was 
compiled in spreadsheet form. Each non-duplicating input 
from the open-ended request for professional development 
needs was listed on an individual slip of paper. A 
collection of all the inputs was forwarded to two experts in 
the field of adjunct faculty teaching. Each expert used the 
slips of paper to facilitate grouping the needs into similar 
fields. This was done initially as an individual effort and 
then as a joint project. Consensus was reached and 16 
professional development needs were derived which fairly 
represented all of the initial inputs. This list was sent 
out to all respondents as the second-round survey. 
Participants were asked to rank each need according to 
perceived relevance on a five point Likert type scale.
The third-round of the survey reported the group means 
and the individual respondent's rankings back to each 
participant and asked them to complete the survey a second 
time in light of this information. An additional request 
was made for the respondents to provide a brief rationale 
for any rankings that remained greater than one integer away 
from the group mean.
The data from these surveys provided a broad list of 
professional development needs as well as a hierarchical
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ranking of the relevance of these needs for urban adjunct 
faculty. The demographic data collected with the first- 
round was correlated with second-round rankings using a 
point-biserial correlation followed by a t-test of 
significance. The results from this statistical analysis 
showed limited significant correlation between the chosen 
demographic variables and the ranking of professional 
development needs.
Conclusions
The purpose of this study was to provide a model of 
relevant urban adjunct professional development needs which 
may be employed to assist urban colleges and universities in 
meeting the developmental needs of the increasing numbers of 
adjunct faculty. Research questions addressed by this study 
were:
1. What were the Old Dominion University adjunct 
faculty members' perceptions of their professional 
development needs toward teaching for an urban university?
2. What, in the opinion of the Old Dominion University 
adjunct faculty, was the relative importance of these needs?
3. What was the correlation between the perceived 
professional development needs and the following demographic 
variables of adjunct faculty members: faculty age and 
gender, education, student type and age, and course level.
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Research Goal 1: determine Old Dominion University's 
adjunct faculty members' perceptions of their professional 
development needs toward teaching for an urban university 
was met initially with the input of professional development 
needs solicited in an open ended questionnaire within the 
first survey. The following is a synopsis of the 16 
development needs derived from the provided inputs:
1. Education on strategic planning.
2. Informative sessions on methods of accessing support 
equipment,- staff, supplies, etc.
3. Training in academic use of computer technology.
4. How to enhance learning for adult and traditional 
students with use of technology.
5. Opportunities for peer support.
6. Orientation meeting/literature for new adjuncts.
7. Exploring ways to efficiently utilize in and out of 
class time.
8. Designing valid and reliable measures of learning and 
knowledge for urban students.
9. Ways to provide inputs on textbook selection, course 
development, and faculty feedback to department chairs.
10. Current methods of interacting with students.
11. Personal skills.
12. Mentorship program with full-time faculty.
13. Current research on adult learning theory, experiential 
teaching strategies, and associated education topics.
14. How to understand and meet the learning needs 
simultaneously of urban students.
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15. Professional development: doctoral course work, 
professional seminars, and certificate training.
16. On-going faculty development program.
The 16 development needs listed here delineate a broad base 
of adjunct issues. Concerns ranging from technology usage 
and understanding, to dealing with adult and urban student 
issues, to course preparation, mentoring opportunities, 
understanding the structure of higher education, and time 
management, among others, made their way onto the list of 
professional development needs.
Research Goal 2: determine, in the opinion of the Old 
Dominion University adjunct faculty, the relative importance 
of these professional development needs was addressed in the 
final two rounds of surveys. The 16 professional 
development needs are specified in Table 6 in order of 
perceived relevance as determined by consensus from round- 
three results. The ranking of each need is denoted by R 
following the need description. The final group mean is 
denoted by x .
As a group, the surveyed adjunct faculty ranked issues 
dealing with technology, professional development, and peer 
support as most pertinent. The need for training in the use 
of technology as it applies to academia was felt to be 
important among nearly all study participants. According to 
the submitted rationales, the one participant who ranked
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Table 6
Round-Three Ranking of Professional Development Needs
Training in academic use of computer technology to 
include hardware, presentation and discipline specific 
software, internet, on-line library resources, televised 
courses, etc. R = 1 x  = 3 . 9
Opportunities for peer support and knowledge exchange 
to enhance coordination among courses, program 
effectiveness, and collegiality. R = 1 x =  3 . 9
Professional development: opportunities to attend, with 
financial assistance, doctoral course work, professional 
seminars, and certificate training as well as information on 
involvement in professional organizations. R = 1 x  = 3 . 9
Ways to provide inputs on textbook selection, course 
development, and faculty feedback to department chairs.
R =  2 x  = 3 . 8
Informative sessions on methods of accessing support 
equipment, staff, supplies, etc., particularly during 
off-hours when adjuncts are on campus. R =  3 x  = 3 . 7
How to enhance learning for adult and traditional 
students with use of technology. R = 3 x = 3 . 7
Orientation meeting/literature for new adjuncts to cover 
the structure of higher education, legal aspects of 
education, departmental and university policies and 
procedures, and utilizing existing local industry 
relationships for education purposes. R =  3 x  = 3 . 7
On-going faculty development program addressing topics 
such as syllabus development and course requirements and 
objectives. R =  3 x  = 3 . 7
How to understand and meet the learning needs 
simultaneously of urban students from various ethnic, 
racial, and socioeconomic backgrounds, and age and gender 
while teaching to one class. R ~ 4 x  = 3.6
Current research on adult learning theory, experiential 
teaching strategies, and associated education topics.
R = 5 x  =  3 .  5
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Table 6 continued
Exploring ways to efficiently utilize in and out of 
class time, to include synchronous and asynchronous 
activities, presentations, and homework, which effectively 
address needs of students with various levels of academic 
preparedness. R = 6 x = 3.4
Designing valid and reliable measures of learning and
knowledge for urban students in traditional and non- 
traditional education settings. R =  7 x = 3.3
Current methods of interacting with students to include 
handling student problems inherent in urban populations, 
cheating, rudeness, retaliation (particularly at full-time 
place of employment), and interpreting and responding to
verbal and non-verbal student cues. R = 1 x = 3.3
Mentorship program with full-time faculty to include 
feedback on teaching, inclusion in professional development 
activities for full-time faculty, opportunity to observe 
veteran full-time faculty, and overall increased interaction 
with faculty. R = 7 x = 3.3
Education on strategic planning and the opportunity to 
be a proactive participant in university/college/department 
strategic planning processes. R = 8 x = 3.1
Personal skills: time management, leadership skills, 
ethics, presentation/speaking skills, etc. R = 9 x = 2 . 7
technology training significantly below the group mean did 
so due to the belief that, "computer skills are necessary, 
not as an adjunct, but to be a human being in our society." 
Although technology received a high mean ranking, it was 
felt to be more relevant to older faculty than to younger 
adjuncts.
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The high relevance determined for professional 
development support for opportunities such as doctoral 
course work, professional seminars, etc. and for peer 
support was in alignment with the literature. Faculty 
members in this study, as well as those in Gappa and 
Leslie's 1993 research, felt left-out and neglected by the 
college or university system. The availability of funding 
and information for this type of development was seen as a 
sign of support by the institution for life-long learning 
and improved preparedness of the adjunct faculty. The 
opportunity for increased peer support and interaction was 
also considered to be an opportunity for the institution to 
increase the collegiality of adjuncts while improving the 
quality of course instruction.
In agreement with the literature, adjunct faculty were 
interested in learning to better utilize university 
resources, especially during evening hours when support 
staff was often unavailable. However, it was thought that 
this information could be made readily available without 
training sessions. Specifically, adequate prior and 
contingency planning, as well as established guidelines for 
dealing with the department could eliminate much of this 
concern. Women were likely to rank this need higher than 
their male counterparts.
Meetings and literature to orient adjunct faculty to
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the structure of higher education and institutional and 
departmental policies was considered to be necessary both 
for the benefits of increasing collegiality and providing 
much needed guidance to new faculty. On the other hand, 
involvement in institutional and departmental strategic 
planning was considered less relevant. This type of 
involvement was regarded as a source of unnecessary meetings 
for time conscious adjuncts. Although some faculty felt 
strongly that they would provide a valuable contribution to 
the process, others felt the role of adjunct faculty was "a 
function of the strategic planning process, not the 
reverse." Notwithstanding their feelings toward their role 
in the strategic planning process, adjunct faculty were 
concerned as to the level of inclusion they received in such 
areas as course development and textbook selection. From 
the literature, this apprehension is widespread among 
adjunct faculty who feel their hands are tied when they 
should be more involved.
Although this study paid particular attention to the 
needs of urban adjunct faculty, professional development 
needs revolving around these issues were not ranked as being 
as relevant as many others. Many participants had not 
experienced such issues as rudeness, cheating, or 
retaliation within their classes. Others felt common sense 
and consideration, along with the use of available
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literature, was sufficient to deal with the various needs of 
urban students. It should be noted, however, the concern 
was raised as to whether or not adjuncts as a whole were 
aware of the emerging body of research supporting adult and 
urban education. In addition, undergraduate faculty and 
those teaching full-time students were more aware of this 
need than those adjuncts who taught primarily at the 
graduate level.
Overall, there was less interest in such areas as 
course development to include guidance on syllabus, test, 
and lecture preparation. Several respondents felt adjunct 
faculty should have these skills before being hired.
However, no mention was made of where the faculty would have 
received this training. The respondents who perceived these 
needs as significantly more relevant than the group mean 
expressed their frustration with being thrown into the 
classroom with little guidance in preparing course materials 
and activities.
Although peer support was highly ranked, mentoring 
opportunities by full-time faculty was not as uniformly 
desired. While the respondents expressed an interest in the 
increase in collegiality and support associated with 
mentorship, there was an equal concern that this may 
emphasize the already existing bifurcation between full and 
part-time faculty. If the emphasis in the relationship were
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changed from mentor/leader and adjunct/follower to academic 
equals, the ranking would likely improve. The perceived 
relevance of this form of professional development 
correlated with the adjunct faculty member's gender, level 
of education, and student type.
According to participant responses, the need for 
personal development such as time management, leadership, 
and presentation skills was minimal. While these skills 
were considered vital for success, it was thought that these 
skills would be honed prior to a person reaching the level 
of adjunct faculty. As a result, developmental 
opportunities in this area were thought to be a waste of 
fiscal resources and time.
Research Goal 3: determine the correlation between the 
perceived professional development needs and the following 
demographic variables of adjunct faculty members: faculty 
age and gender, education, student type and age, and course 
level. To address this research question, point-biserial 
correlations followed by t-tests of significance were run on 
the 16 professional development needs and the available 
demographic data. The purpose of this statistical analysis 
was to determine the significant correlation, if any, 
between demographic variables and the relevance of specific 
professional development needs. The results of the analysis 
showed significant correlation between a limited number of
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demographic variables and professional development needs.
The significant correlations that did exist were found 
between (a) the need for information sessions on accessing 
support equipment and supplies and faculty gender, (b) the 
need for training in the academic use of technology and 
faculty age, (c) the need for methods of interacting with 
students and teaching level and student type, and (d) the 
need for a mentorship program with full-time faculty and 
faculty gender, degree held and student type. All other 
correlations were determined not to be statistically 
significant at the .05 level. Based on the data available 
for this study, the relevance of the remainder of 
professional development needs is considered to be 
determined primarily by individual concerns rather than 
demographic variables.
Recommendations 
The following recommendations for further research and 
university action are based upon the findings of this study:
1. The information gathered in this study is valuable 
to university and college administrators interested in 
improving the quality and relevance of professional 
development opportunities available to adjunct faculty. The 
use of meetings, seminars, and literature should be used to 
address the 16 derived professional development needs as
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necessary.
2. Given the significant interest by adjunct faculty 
in increased collegiality and the conclusion that perceived 
relevance of professional development needs is highly 
personal in nature, institutions concerned with the 
availability of constructive professional development 
opportunities for adjunct faculty may provide the derived 
list of professional development needs to adjunct faculty at 
an orientation meeting. The faculty would then choose the 
professional development needs which best suits their 
individual needs. As a means of addressing the increased 
interest in outcome assessment, it may be suggested that all 
adjunct faculty participate in a given number of 
professional development opportunities.
3. Additional research should be undertaken to 
determine if the professional development needs of urban 
adjunct faculty varies significantly from those needs of 
adjunct faculty instructing in rural settings.
4. Additional research should be undertaken to 
determine the correlation, if any, between additional 
variables and the professional development needs of adjunct 
faculty. Specifically, a study with the objective of 
correlating faculty college or field with their ranking of 
the 16 professional development needs would assist college 
deans in providing appropriate professional development
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opportunities. Additionally, further research with a larger 
sample base would be useful to further test the seven 
statistically significant correlations ascertained in this 
study. The small sample appropriate for this Delphi study 
provided limited power for statistical analysis. A larger 
sample would increase the statistical power.
5. The comments submitted by participating faculty 
throughout this study suggest that further correlational 
research considering adjunct status would be insightful. 
Gappa and Leslie (1993) and Tuckman (1978) provide useful 
typologies that group adjunct faculty according to 
professional status. A correlational study along these 
lines would provide insight to the differing needs of those 
adjunct faculty who are looking for a full-time teaching 
position, enjoy teaching as a complement to their primary 
employment, teach part-time by desire, etc.
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APPENDIX A
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UNIVERSITY 
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Date
Dr. John Doe
Associate Dean, College of Education 
Old Dominion University 
Hampton Boulevard 
Norfolk, VA 23529
Dear Dr. Doe:
I am a doctoral student in Urban Services at Old Dominion 
University. Currently, I am working on a research project 
on professional development needs for adjunct faculty. This 
study will constitute my dissertation to complete my degree 
in Urban Services with a concentration in Higher Education 
Administration. I expect to complete the degree in Spring, 
1998.
The use of adjunct faculty has become prominent throughout 
American colleges and universities. However, the research 
on effective professional development programs for adjunct 
faculty is limited. This study will provide a needs 
assessment to assist in designing professional development 
programs for adjunct faculty teaching for urban 
institutions.
A modified Delphi technique will be employed to collect the 
data needed to complete this study. Adjunct faculty from 
throughout the University will be requested to partake in a 
three round survey. This successive survey process will 
allow for group interaction without requiring face-to-face 
meetings. The surveys will be brief in nature and although 
names will be required, all responses will be kept 
confidential. This research was approved by the Human 
Subjects Institutional Review Board on July 15.
I am requesting all University Associate College Deans 
responsible for appointing adjunct faculty work with their 
Chairs to select a number the adjunct faculty that 
corresponds to their college's use of adjuncts relative to 
the University's total usage. I am enclosing a list of 
current adjunct faculty from your college for your 
reference. The nominated faculty should represent the most 
effective and dedicated of your current adjunct faculty. I 
would appreciate all responses to be returned to me in the 
enclosed envelope by September 22. Please note that I have 
doubled the desired sample size to account for a fifty 
percent anticipated response rate. Based on your college's 
adjunct usage, I am requesting you provide the names and
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electronic or street addresses for ### of the above 
described adjunct faculty who have taught for Old Dominion 
University within the last eighteen months and are expected 
to continue teaching in the future.
I appreciate your support on this research. A final copy of 
this report will be sent to all colleges within the 
University. If you have any questions or concerns, please 
do not hesitate to contact me at 440-507 8 or my dissertation 
chair, Dr. John Ritz, at 683-4305.
Sincerely,
Merodie Hancock
Enel: list of eligible adjunct faculty
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Date
Dr. John Doe
Associate Dean, College of Education 
Old Dominion University 
Hampton Boulevard 
Norfolk, VA 23529
Dear Dr. Doe,
I recently wrote to request your support of my doctoral 
research toward a degree in Urban Services at Old Dominion 
University. Although I have received feedback from several 
colleges, a response from your college has not yet been 
received. As my research cannot go forth without 
cooperation from all six colleges, I am writing to again 
request your support.
I am enclosing a copy of my September 5 letter in the event 
the original was never received by your office. Please note 
that I do need the email or postal address for all nominated 
faculty. In order to progress on my dissertation, I am 
requesting the information be returned not later than 
October 10.
I appreciate your support on this research.
Sincerely,
Merodie Hancock
end: list of adjunct faculty 
September 5 letter
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Date
Ms. Jane Smith 
100 Adjunct Drive 
Virginia Beach, VA 23456
Dear Ms. Smith
I am a doctoral student in Urban Services at Old Dominion 
University. Currently, I am working on a research project 
on professional development needs for adjunct faculty. This 
study will constitute my dissertation to complete my degree 
in Urban Services with a concentration in Higher Education 
Administration. I expect to complete the degree in Spring, 
1998 .
The use of adjunct faculty has become prominent throughout 
American colleges and universities. However, the research 
on effective professional development programs for adjunct 
faculty is limited. This study will provide a needs 
assessment to assist in designing professional development 
programs for adjunct faculty teaching for urban 
institutions.
A modified Delphi technique will be employed to collect the 
data needed to complete this study. Adjunct faculty from 
throughout the University will be requested to partake in a 
three round survey. This successive survey process will 
allow for group interaction without requiring face-to-face 
meetings. The surveys will be brief in nature and although 
names will be required to provide future mailing and data 
analysis, all responses will be kept confidential.
The Delphi procedure is as follows:
1. The first questionnaire, included with this letter, 
requests you to list a minimum of three professional 
development needs for adjunct faculty teaching in urban 
institutions, as well as provide some general 
demographic data.
2. The second questionnaire will be sent out shortly 
after all initial responses have been received. The 
responses from the initial questionnaire will be 
grouped into similar categories and listed on the 
second questionnaire. You will be asked to rank the 
importance of each item on a five-point scale.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
99
3. The third, and final, questionnaire will report the 
extent to which there is consensus on the ratings. At 
this point you will be asked to review your initial 
ratings (provided with this mailing) in light of the 
group ratings. If your final ratings remain outside 
the consensus, you will be asked to provide a brief 
explanation.
I realize the existing demands on your time, and I 
appreciate your support on this study. I have made the 
survey process as concise as possible to minimize the time 
required by you to complete it. If you are willing to 
assist in the endeavor, please return the enclosed response 
and human subject release forms in the provided envelop as 
soon as possible. I will be forwarding the initial survey 
to participating faculty within the next few weeks. If you 
have any questions or concerns, please do not hesitate to 
contact me at work (440-5078) or home (427-3067).
Thank you for your professionalism, time, and assistance.
Sincerely,
Merodie Hancock
Enel: survey
Informed Consent Document
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Date
Ms. Jane Smith 
100 Adjunct Drive 
Virginia Beach, VA 23456
Dear Ms. Smith,
I am a doctoral student at Old Dominion University, As the 
concluding requirement for my degree, I am conducting a 
Delphi study on the professional development needs of Old 
Dominion University adjunct faculty. I recently wrote 
requesting your assistance with this research.
Due to the design of the research, adjunct faculty must be 
nominated by their respective departments rather than 
selected randomly. While this selection technique 
strengthens the validity of the study, it also makes it 
imperative I receive responses from as many of the selected 
faculty as possible. I therefore ask you to complete the 
previously sent brief survey at your earliest convenience. 
If you misplaced, or never received, the survey and self- 
addressed stamped envelope please call and leave a message 
at 427-3067 or send an email to mer.steve@juno.com. I will 
be glad to furnish another copy immediately.
Thank you for your support.
Sincerely,
Merodie A. Hancock
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Old Dominion University 
Darden College of Education 
Urban Services-Urban Education 
Registration Involving Human Subjects
1. Urban University Adjunct Faculty Perceptions of 
Professional Development Needs
2. Name: Merodie A. Hancock
Address: 2340 Tallwood Trail
Virginia Beach, VA 23456 
Office:440-5078 
Home: 427-3067
Fax: 440-5166
Faculty Sponsor: Dr. John Ritz 683-4305
3. b. Doctoral Dissertation
4. No external funding
5. August, 1997
6. No
7. a) It is a mail survey (no treatment given)
b)August 1997 - February 1998
c) August 1, 1997
8. a) n/a
b) n/a
c) n/a
9. d) other, adjunct faculty currently teaching for Old 
Dominion University
10. Associate Deans will be requested to nominate their top 
performing adjuncts.
11. No
12. No
13. N/A
14. Currently (within the last 18 months) teaching Old 
Dominion University adjunct faculty
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15. The purpose of this study is to determine Old Dominion 
University adjunct faculty members' perceptions of their 
faculty development needs. To solve this problem, the 
following questions were established:
1. What are the Old Dominion University adjunct 
faculty members1 perceptions of their professional 
development needs toward teaching for an urban university?
2. What, in the opinion of the Old Dominion University 
adjunct faculty, is the relative importance of these needs?
3. What is the correlation between the perceived 
professional development needs and the following demographic 
variables of adjunct faculty members: faculty age and 
gender, faculty rank, education, ethnicity, student types, 
and course levels?
This sample is considered an adequate representation of 
urban adjunct faculty.
15a) A modified three round Delphi technique is utilized 
with the first round being open ended and including a brief 
section for demographics. The second round consists of 
ranking the grouped open ended responses on a Likert style 
five point scale. The third round will involve another 
ranking of the development needs with the knowledge of the 
group's ranking as a whole. A copy of the original 
questionnaire is attached to this form.
15b) There exists a small, but plausible risk of 
professional harm if the data were connected to the 
respondent. To assure that this does not occur, all 
responses will be kept confidential via numeric coding. The 
coding sheet and all personal information will be maintained 
in the researcher's home. Once the dissertation is complete 
and defended, the coding sheet and all of the personal 
information will be destroyed.
16. An informed consent form will be sent to each respondent 
with the initial request to participate in the study. The 
form shall contain a description of the procedures and 
rationale for the study. Additionally, the potential risks 
and benefits, along with the procedures used to minimize 
these risks, will be detailed. An informed consent form is 
attached.
17. N/A
18. N/A
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19. Yes. The Associate Dean's will nominate their top 
performing adjunct faculty.
20. N/A
21. As stated above, all personal data will be maintained in 
the researchers home and destroyed at the conclusion of the 
project. Numeric coding shall be used during the data 
gathering stage to maintain confidentiality. Anonymity 
cannot be achieved as the Delphi technique requires several 
contacts with each recipient as well as aligning the 
recipient with their data. However, total confidentiality 
will be maintained on all personal information.
22. The benefits from this study are expected to include a 
better understanding of the professional development needs 
of adjunct faculty who teach in urban settings. The data 
will provide input as a whole, for adjuncts overall, and for 
demographic groups. The data may then be used to increase 
the value of the development programs provided for adjunct 
faculty.
Given the minor possibility of risk, the benefits clearly 
justify the risks.
23. The principal researcher is a doctoral candidate who has 
studied the delphi technique within a master's and doctoral 
program. Additionally, she has an extensive professional 
background working with higher education and adjunct 
faculty.
Principle Investigator's Signature Date
Faculty Sponsor's Signature Date
(If the principal investigator is a student, then this form 
must be countersigned by a faculty sponsor who will assume 
responsibility for ensuring compliance with appropriate 
professional and ethical guidelines.)
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INFORMED CONSENT DOCUMENT 
Old. Dominion University 
Darden College of Education 
Urban Services - Urban Education
TITLE OF RESEARCH: Urban University Adjunct Perception of 
Professional Development Needs
INVESTIGATOR: Merodie Hancock, Ph.D. candidate. Dr. John 
Ritz, dissertation chair.
DESCRIPTION OF RESEARCH: Several studies have been conducted 
testing the validity of professional development for 
faculty. The purpose of this investigation is to 
determine the professional development needs of adjunct 
faculty teaching in an urban university.
This research will involve participation in a three- 
round Delphi-type questionnaire. The first questionnaire 
will take approximately 20 to 30 minutes to complete. The 
remaining questionnaires will take approximately 15 minutes 
each to complete. The questionnaires will be mailed to your 
home address. Stamped, self-addressed return envelops will 
be provided with each questionnaire.
EXCLUSIONARY CRITERIA: I am currently an active adjunct 
faculty member for Old Dominion University.
BENEFITS: The benefits of this study may include an
improved level of understanding of and resources for adjunct 
faculty development and more effective instruction provided 
by adjunct faculty.
RISKS: As with any collection of data, risks to the
individual providing the data may exist in the absence of 
confidentiality. I understand that all measures will be 
made to protect my confidentiality and that personal records 
will be destroyed at the conclusion of the research.
COSTS AND PAYMENTS: I understand my efforts in this study 
are voluntary and I will not receive payment for my 
participation.
CONFIDENTIALITY: I understand that any information obtained 
about me from this research will be kept strictly 
confidential. I also understand that data derived from this
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study could be used in reports, presentations, and 
publications, but that I will not be individually identified 
at any time. I do understand, however, that my records may 
be subpoenaed by court order or may be inspected by federal 
regulatory authorities.
WITHDRAWAL PRIVILEGE: I understand I am free to refuse to 
participate in this study or to withdraw at any time and 
that my decision to withdraw will not adversely affect my 
care at this institution or cause a loss of benefits to 
which I might otherwise be entitled.
VOLUNTARY CONSENT: I certify that I have read the preceding 
document and that any questions I have pertaining to the 
research have been, or will be answered by Merodie Hancock 
(427-3067). If I have concerns, I can express them to the 
Chairman, Institutional Review Board (Dr. V. J. Derlega 683- 
3118). I am aware that should a agree to participate in 
this study, a copy of this informed consent form will be 
provided to me. Additionally, a copy of the final research 
data will be provided to me at my request. This data will 
be in cumulative form and will not contain persona 
information on any participants. My signature below 
indicates that I have freely agreed to participate in this 
study.
Subject's Signature Date
INVESTIGATOR'S STATEMENT: I certify that I have explained to 
the subject whose signature appears above the nature and 
purpose of this study. I have answered any questions that 
have been raised by the participant.
Investigator's Signature Date
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APPENDIX D 
OPEN-ENDED QUESTIONNAIRE 
FIRST ROUND OF DELPHI STUDY
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Professional Development Needs of Adjunct Faculty 
Teaching in Urban Institutions.
Purpose: The purpose of this study is to determine
adjunct professional development needs perceived by urban 
adjunct faculty.
Directions: Please answer question 1 with short,
concise statements then provide the requested demographic 
information.
Question 1: What, in your opinion, are the most vital 
professional development needs of adjunct faculty teaching 
in urban institutions? For the purpose of this study, 
professional development pertaining to subject mastery is 
being excluded. Please list a minimum of three development 
needs. Examples of professional development needs might 
include: technology in the classroom, time management, adult 
learning theory, and so on. For the purpose of this study, 
professional development pertaining to subject mastery or 
general working conditions (parking and office space, 
secretarial support, etc.) are being excluded.
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The following demographic information is requested to 
determine if correlations exist between demographic 
conditions and professional development needs. You are 
assured all information is confidential.
Age
.Under 30 
.30 to 39 
.40 to 4 9 
.50 to 59 
60 or older
Race/ethnicity
American Indian
 Asian
 Black, non-Hispanic
 Hispanic
 White, non-Hispanic
Gender
 Female
 Male
Degree Rank
Bachelor1s Adj unct professor
Master's Adj unct associate professor
Certificate of Adj unct assistant professor
Advanced Study Adj unct instructor
Doctoral Adj unct assistant instructor
Adj unct clinical or community
faculty
Other
Do you teach
 Predominantly upper-level, junior/senior classes
 Predominantly lower level, freshman/sophomore classes
 Split about evenly between lower and upper level classes
 Predominantly graduate level classes
Are the majority of your students
 18-24 years old
 25 years or older
 Split about evenly
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Are the majority of your students
 Attending school on a full-time basis
 Attending school on a part-time basis
 Split about evenly
In which forum do you normally teach
 Traditional classroom
 Teletechnet
 Supervisory or internship
Thank you for your time and assistance.
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William Herlehy, Ph.D.
Education: Doctor of Philosophy, Education
Administration, Kent State University 
Advanced Graduate Credit, Education 
Doctorate, University of Denver 
Master of Business Administration, 
University of Alaska
Bachelor of Science, Political Science, 
University of Southern Mississippi
Related
Experience: Three years adjunct teaching.
Ten years full-time teaching at Embry- 
Riddle University.
Regional Faculty Advisor, Embry-Riddle 
University, providing academic guidance to 
extended campus programs.
Integral role in reaffirmation for 
accreditation self-study.
Clarence Schumaker, Ph.D.
Education: Doctor of Philosophy, Sociology, The
Catholic University of America 
Master of Science, Health Science, 
University of Pittsburgh 
Master of Science, Sociology, Trinity 
University
Bachelor of Arts, Sociology, Louisiana 
College
Related
Experience: Six years adjunct teaching with various 
institutions.
Seventeen years full-time teaching at 
Central Michigan University.
Two years Center Academic Advisor, Embry- 
Riddle Extended Campus.
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A P P E N D IX  F
SECOND LETTER, FOLLOW-UP LETTER, AND QUESTIONNAIRE
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Merodie A. Hancock DA.TEj
2340 Tallwood Trail
Virginia Beach, VA 23456
FIELD(title and full name)
FIELD (street address):
FIELDXcity state zip)
Dear FIELD (title and last name) :
Happy New Year and thank you for participating in my 
research on urban adjunct faculty. Although it took longer 
than anticipated to conclude the first round of this delphi 
study, the following two rounds should move expeditiously.
I assure you the first round required the largest time 
commitment. The final two rounds should take approximately 
fifteen minutes each to complete. A stamped self-addressed 
envelope will be provided with all correspondence to 
facilitate the response procedure.
Round two, enclosed with this letter, entails reviewing the 
condensed list of adjunct professional development needs 
which was derived from first round survey responses. You 
are asked to rank the 16 professional development needs on a 
scale of one through five with one being irrelevant and five 
being most relevant relative to other urban adjunct faculty 
professional development needs. Please rank the 
development needs based on their significance to adjunct 
faculty as a whole, not necessarily as an individual need 
for yourself.
I am enclosing the demographic questionnaire, or parts 
thereof, to those recipients with missing information.
Please return this with the second round survey. This 
information, as well as responses to the final two rounds of 
the survey are requisite for the validation and reliability 
of this study. Again, I thank you for your support. Please 
feel free to call me at home 427-3067 or email at 
mer.steve6juno.com if you have any questions or concerns.
Sincerely,
Merodie Hancock
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Merodie A. Hancock DATE
2340 Tallwood Trail
Virginia Beach, VA 23456
FIELD (title and full name);
FIELD (street address)
FIELD (city state zip);
Dear FIELD (title and last name).:
Two weeks ago, I sent out the second round of the delphi 
study for my dissertation research. I am requesting these 
surveys be returned within the next week so I can send out 
the final round (I promise) by the end of the month. It is 
imperative that all responses from round two be received 
prior to the mailing of the third round survey. If the 
survey is sitting on your desk, please take a few minutes to 
fill it out and mail it in the self-addressed stamped 
envelope. If you have not received or have misplaced the 
second survey, please call me at (757)427-3067 and I will 
mail or fax another copy to you immediately.
Again, I thank you for your continued support of this 
research.
Sincerely,
Merodie Hancock
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Professional Development Needs for Urban Adjunct Faculty
Delphi Study 
Round 2 o f3
Please rank the following sixteen professional development needs for urban adjunct faculty 
on a scale of one to five and return this survey in the enclosed envelope at your earliest 
convenience.
1 - irrelevant to urban adjunct faculty as a  whole
2 - limited relevance to urban adjunct faculty as a whole
3 - moderate relevance to urban adjunct faculty as a whole
4 - significant relevance to urban adjunct faculty as a whole
5 - most relevant to urban adjunct faculty as a whole
1. Education on strategic planning and the opportunity to 1 2 3 4 5
be a proactive participant in university/college/department
strategic planning processes.
2. Informative sessions on methods of accessing support 1 2 3 4 5
equipment, staff, supplies, etc., particularly during
off-hours when adjuncts are on campus.
3. Training in academic use of computer technology to 1 2 3 4 5
include hardware, presentation and discipline specific
software, internet, on-line library resources, televised 
courses, etc.
4. How to enhance learning for adult and traditional 1 2 3 4 5
students with use of technology.
5. Opportunities for peer support and knowledge 1 2 3 4 5
exchange to enhance coordination among courses,
program effectiveness, and collegiality.
6. Orientation meeting/literature for new adjuncts to 1 2 3 4 5
cover the structure of higher education, legal aspects of
education, departmental and university policies and 
procedures, and utilizing existing local industry 
relationships for education purposes.
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7. Exploring ways to efficiently utilize in and out of class 1 2 3 4 5
time, to include synchronous and asynchronous activities,
presentations, and homework, which effectively address 
needs of students with various levels of academic 
preparedness.
8. Designing valid and reliable measures of learning and 1 2 3 4 5
knowledge for urban students in traditional and non-
traditional education, settings.
9. Ways to provide inputs on textbook selection, course 1 2 3 4 5
development, and faculty feedback to department chairs.
10. Current methods of interacting with, students to 1 2 3 4 5
include handling student problems inherent in urban
populations, cheating, rudeness, retaliation (particularly at 
full-time place of employment), and interpreting and 
responding to verbaL and non-verbal student cues.
11. Personal skills: time management, leadership skills, 1 2 3 4 5
ethics, presentation/speaking skills, etc.
12. Mentorship program with full-time faculty to include 1 2 3 4 5
feedback on teaching, inclusion in professional
development activities for full-time faculty, opportunity to 
observe veteran full-time faculty, and overalL increased 
interaction with faculty.
13. Current research onadult learning theory, experiential 1 2 3 4 5
teaching strategies, and associated education topics.
14. How to understand and meet the learning needs 1 2 3 4 5
simultaneously of urban students from various ethnic,
racial, and socioeconomic backgrounds, and age and 
gender while teaching to one class.
15. Professional development: opportunities to attend, 1 2 3 4 5
with financial assistance, doctoral course work,
professional seminars, and certificate training as well as 
information on involvement in professional organizations.
16. On-going faculty development program addressing 1 2 3 4 5
topics such as syllabus development and course
requirements and objectives.
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A P P E N D IX  G
THIRD LETTER, FOLLOW-UP LETTER, AND QUESTIONNAIRE
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Merodie A. Hancock D M E C
2340 Tallwood Trail
Virginia Beach, VA 23456
FIELD (title and full name); 
FIELD (street address);
FIELD (city state zip.)
Dear FIELD (title and last name);,
This is it! The final round of the Delphi study. I want to 
express my sincere gratitude to you for your consistent 
support throughout this research project.
The last round of the survey asks you to rethink your round- 
two rankings in light of the overall rankings of the group. 
The goal here is to allow for group interaction without the 
downfalls of so-called "groupthink." If your final ranking 
of any faculty development needs is significantly out of 
sync with the group as a whole, I would appreciate a brief 
statement on your rationale. This will allow the research 
to be textured with the individual concerns of hand-picked 
faculty. Again, the identities of all respondents remain 
confidential. In agreement with Old Dominion University's 
Human Subjects Committee criteria, all identifying documents 
will be destroyed upon the completion of this research.
I cannot proceed with analyzing the results until a response 
is received from every participant. Therefore, I am 
requesting all questionnaires be returned within one week of 
receiving this letter.
If you have any questions or concerns, please do not 
hesitate to call me at home (757) 427-3067 or work (757) 
440-5078. As previously stated, I am grateful for your 
continued support.
Sincerely,
Merodie Hancock
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Merodie A. Hancock DATE’:
2340 Tallwood Trail
Virginia Beach, VA 23456
FIELD (title and full name); 
FIELD.( street addr ess):
FIELD (city state zip)__
Dear EIELDJtitle and last name.)::
Three weeks ago I sent out the final round of the delphi 
study for my dissertation research. I am requesting these 
surveys be returned immediately so I may complete the final 
paper. I realize your participation in this research has 
been time consuming and am thankful for your continuing 
support. In order to expedite this last survey, I am 
sending another copy of the survey as well as another self- 
addressed stamped envelope. This survey should take no more 
than ten to fifteen minutes of your time to complete. It is 
imperative that all responses from round three be received 
prior to writing up the findings of this study. If you have 
any questions or concerns, please call me at (757)427-3067.
Again, I thank you for your support throughout this research 
project.
Sincerely,
Merodie Hancock
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Professional Development Needs for Urban Adjunct Faculty
Delphi Study 
Round 3 o f3
Below are the sixteen professional development needs presented in the second round of 
this study. With each need is your first ranking, as well as the mean ranking for all 
respondents. Please rank each, of the following sixteen professional development needs 
for urban adjunct faculty again in light of the group response. If your final ranking is 
greater than one integer away from the group mean, please provide a brief explanation at 
the bottom of this form or on a separate piece of paper. This will allow for a more in- 
depth. interpretation of the Delphi results.
1 - irrelevant to urban adjunct faculty as a whole
2 - limited relevance, to urban adjunct faculty as a whole
3 - moderate relevance to urban adjunct faculty as a whole
4 - significant relevance to urban adjunct faculty as a whole
5 - most relevant to urban adjunct faculty as a whole
Your Final Ranking (FEELD(#))
1. Education on strategic planning and the opportunity to be a 1 2 3 4 5
proactive participant in university/co llege/department strategic planning
processes.
Your ranking = FIELD(need 1) Group ranking (mean) =3.1
2. Informative sessions on methods of accessing support equipment, 1 2 3 4 5
staff, supplies, etc., particularly during off-hours when adjuncts are
on campus.
Your ranking = FIELD(need 2) Group ranking (mean) =3.8
3. Training in academic use o f computer technology to include hardware, 1 2 3 4 5
presentation and discipline specific software, internet, on-line library
resources, televised courses, etc.
Your ranking = FIELD(need 3) Group ranking (mean) =3.9
4. How to enhance learning for adult and traditional students with 1 2 3 4 5
use of technology.
Your ranking - FIELD(need 4) Group ranking (mean) =3.7
5. Opportunities for peer support and knowledge exchange to enhance 1 2 3 4 5
coordination among courses, program effectiveness, and collegiality.
Your ranking = FIELD(need 5) Group ranking (mean) =3.8
6. Orientation meeting/literature for new adjuncts to cover the structure 1 2 3 4 5
of higher education, legal aspects of education, departmental and
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university policies and procedures, and utilizing existing local industry 
relationships for education purposes.
Your ranking =  FIELDfneed 6) Group ranking (mean) = 3.8
7. Exploring ways to efficiently utilize in and out of class time, to 1 2 3 4 5
include synchronous and asynchronous activities, presentations, and
homework, which effectively address needs of students with various 
levels of academic preparedness.
Your ranking =  FIELDfneed 7) Group ranking (mean) =3.2
8. Designing valid and reliable measures of learning and knowledge 1 2 3 4 5
urban students in traditipnal and non-traditional education settings.
Your ranking = FJELD(need 8) Group ranking (mean) =3.4
9. Ways to provide inputs on textbook selection, course development, 1 2 3 4 5
and faculty feedback to department chairs.
Your ranking = FIELDfneed 9) Group ranking (mean) =3.9
10. Current methods of interacting with students to include handling 1 2 3 4 5
student problems inherent in urban populations, cheating, rudeness,
retaliation (particularly at full-time place of employment), and 
interpreting and responding to verbal and non-verbal student cues.
Your ranking = FIELDfneed 10) Group ranking (mean) =3.4
11. Personal skills: time management, leadership skills, ethics, 1 2 3 4 5
presentation/speaking skills, etc.
Your ranking = FIELD(need 11) Group ranking (mean) =2.8
12. Mentorship program with full-time faculty to include feedback on 1 2 3 4 5
teaching, inclusion in professional development activities for full-time
faculty, opportunity to observe veteran full-time faculty, and overall 
increased interaction with faculty.
Your ranking = FIELD(need 12) Group ranking (mean) =3.3
13. Current research on adult learning theory, experiential teaching 1 2 3 4 5
strategies, and associated education topics.
Your ranking = FIELD(need 13) Group ranking (mean) =3.5
14. How to understand and meet the learning needs simultaneously of 1 2 3 4 5
urban students from various ethnic, racial, and socioeconomic
backgrounds, and age and gender while teaching to one class.
Your ranking = FIELDfneed 14) Group ranking (mean) =3.5
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15. Professional development: opportunities to attend, with financial 1 2 3 4 5
assistance, doctoral course work, professional seminars, and
certificate training as well as information on involvement in 
professional organizations.
Your ranking -  FIELD(need 15) Group ranking (mean) =3.9
16. On-going faculty development program addressing topics such as 1 2 3 4 5
syllabus development and course requirements and objectives.
Your ranking =  FIELDfneed 16) Group ranking (mean) = 3.6
Ranking Comments - Please list developmental need number and brief explanation 
for any outlying rankings (continue on back of form).
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A P P E N D IX  H
RESPONSES RECEIVED FROM FIRST-ROUND QUESTIONNAIRE
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Responses from First-Round Questionnaire 
-training in the use of technology
-how technology can be used to meet the needs of adult 
learners
-how to access available technology
-training in use of computer technology/use of web pages
-how to make the best of computers and other equipment
(medical/clinical included) in the classroom
-how to teach a televised course effectively
-what technology is available to support the class/subject
-handbook listing available technology
-how to receive technical support
-what technology should students be expected to use
-how to get technological tools in classroom when they are
missing
-how to search electronic sources for up to date information 
-how to use email for communication with students/faculty 
-how to use presentation software
-classes discussing modern/computer technology and teaching 
-how to utilize internet and technology in the classroom 
-what CDs, videos, etc are available
-how to utilize university resources (library, etc) from 
home computers
-how students can use computers for education applications 
-inclusion in departmental and school planning 
-opportunity to suggest new classes for the University 
-coordination of course syllabi with other sections of the 
same course as well as with other courses offered by the 
department
-University policies and procedures 
-inclusion in departmental faculty meetings 
-techniques of strategic planning so adjuncts can 
participate in university wide effort
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-more insight to the structure and politics of higher 
education
-guidance in respect to curriculum and other 
responsibilities of their department 
-increased involvement with faculty/staff for staff 
development, curriculum planning, etc.
-meetings to foster a "connectedness" with the big picture 
in terms of goals and objectives for individual programs and 
the University as a whole
-Budget facilitation for supplies, teaching assistants, 
copying, supplies, etc.
-understanding institution's support services to faculty; 
politics of the department, how to get things done (access 
to facilities, space and equipment, resources, etc) 
-understanding mission of departments/programs 
-more detailed information on policies within each 
department/college
-how to give constructive criticism regarding courses taught 
to the Chair
-program requirements of students in classes (what skills do 
they already have, what do they need)
-how to locate/use pertinent /current resources, including 
textbook review, technology, people, after the "normal" work 
day.
-access to office space
-timely receipt of departmental/university memos 
-laptops with powerpoint and associated projecting equipment 
-pay for out of class activities (counseling, planning, 
etc.)
-professionally, pay scale is very low 
-upgraded computer access 
-improved classroom conditions
-increase tools available (stethoscopes, etc.) for increased
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class size
-equip classrooms with state-of-the art technology 
-more administrative support
-application of same standards and rules need to apply for 
all faculty: should not have divisive standards apply 
between adjunct and full-time faculty 
-inadequate financial return for time expended 
-financial support for continued education/higher degrees 
-how to meet needs of traditional freshman and older 
students with j obs/families all combined in the same class 
-stress management techniques to assist students when they 
enter the "real" world
-training in dealing with the non-traditional student 
-mechanisms for understanding adult learning theory 
-training in the best way to deal with diverse populations 
and their learning needs
-workshops dealing with the wide range of student 
preparation found in classes adjuncts are likely to teach-in 
basic level classes one needs to know how to involve the 
bright, prepared student without leaving the less motivated 
behind
-how to handle rudeness and cheating in class 
-gaining information on students from advisors/faculty 
-classes on the needs of true adult (over 40) students 
-how to deal with changing student demographics 
-realization of the effects of diversity as related to 
teaching and learning 
-adult learning theory
-how to teach urban youth: differences between urban, 
suburban and rural background of student 
-information on the returning student 
-information on the military student
-strategies for increased learning by today's student
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related to how much information/data is currently available 
to students
-information meeting just for adjuncts and information 
packets prior to each term 
-managing problem students
-protecting yourself against student retaliation in the
workplace; especially with practicums
-feedback on teaching style
-opportunity to observe veteran professors
-opportunity to participate in profession conferences with
institution providing financial support
-inclusion in professional development activities scheduled 
for full-time faculty
-knowledge of the community for purposes of assisting 
students in realistic and productive internship sites 
-needs of community that students could fill 
-how to develop a useable syllabus 
-experiential teaching strategies
-new and innovative trends in discipline being taught
-teaching with gender equality
-teaching to students from various cultures
-effective teaching strategies as opposed to presentation
strategies
-development of appropriate tools to evaluate learning at 
the graduate level
-understanding organizational relationships between the 
academic institution and the professional organization 
(example, medical clinics)
-how to access and use university and student services
-how to prepare instructional presentations
-how to communicate complicated subject matter in a variety
of ways to facilitate a "learning" response
-how to stimulate thought, especially if it is conceptually
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counter-intuitive to the student
-how to interpret a wide variety of verbal and non-verbal 
cues and properly respond to them
-how to get practice and stimulate thought in examples, 
homework, and other assignments
-time management to handle teaching, full-time job, etc. 
-learning about availability of resources (often known to 
full-time, but not adjuncts)
-orientation to the University
-increased interaction with other adjuncts: what are our 
peers doing
-requirements of the American with Disabilities Act and 
Section 504
-mentor program to match new adjuncts with senior faculty 
-conference with peers to exchange ideas on teaching 
strategies
-guidance and support from full-time faculty 
-increased collaboration/access to full-time faculty 
-public speaking and communications: the ability to stand in 
front of a group and verbally deliver/present information 
effectively, both from a prepared set of notes and 
extemporaneously from previous knowledge
-leadership skills: the ability to possess and display the 
self-confidence and technical knowledge to take control of a 
group of people
-ethics: the ability to insure that honesty and fairness are 
observed in all instructional situations 
-contact with person to consult about course material, 
content, and questions in general (mentor program?)
-suggested course material may have areas which touch 
outside adjunct's expertise: training should fully inform 
faculty of expectations and assist with adequate preparation 
-updates of current education research on a variety of
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topics
-various instructional strategies (cooperative learning, 
Socratic questioning)
-the latest research on adult learning theory and how it
applies to teaching
-training in communication skills
-realization of global economy
-timely training on new subject matter
-how to interact with students in the classroom
-how mentors can be used in teaching
-information about new textbook choices (so not stuck with 
someone else's choice)
-workshop training and prep materials for certifications 
related to discipline
-updates on current trends and issues in discipline and 
education -meetings to foster increased collegiality among 
adjuncts
-opportunity to discuss changes in students' performance
from year to year/class to class with other faculty
-how to obtain clinical/profession experiences for students
-learning activities to augment lecture
-various writing assignments and their benefits
-library knowledge
-different evaluation methods other then testing 
-guidelines for course requirements
-effective exam writing to test student comprehension of 
course content
-methods and ideas to stimulate interest in writing 
assignments and to develop critical thinking skills without 
teaching a writing course 
-curriculum development
-grading related to written material and performance in 
practicum
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-group process skills to insure participation and quality of 
exchange and experiences
-how to keep presentations interesting and informative 
-how to create effective handouts and exams 
-how to effectively and fairly construct tests and quizzes 
for the adult population to insure valid results 
-innovative and proven methods of teaching and assistive 
support i.e., computer assisted, audio/visual etc.
-use of multimedia resources in the classroom
-use of internet resources for class preparation and student
assignments
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APPENDIX I 
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Rationales Supporting Divergent Views
Need 1. Education on strategic planning and the opportunity 
to be a proactive participant in
university/college/department strategic planning processes. 
Group Mean: 3.1
Greater than one integer above group mean:
"Adjunct faculty members often don't feel involved in 
the development of the program. To ensure quality 
contributors and to enhance a sense of connection, they must 
be included in the planning."
"As a teacher in the field, my observations would be 
useful in planning."
"Now, I presume that the majority of adjuncts are 
endeavoring to be hired as full-time tenure track 
positions. Consequently, I gave the ranking of 5 on those 
categories which would give the individual visibility and 
interaction with members of the department. They need to 
know who the adjunct is as a person, his/her credentials, 
his/her abilities as a teacher, and especially his/her 
abilities as an academician. They need to know the adjunct 
so that he/she will have more than a fair shot at any new 
position that might be made available."
Greater than one integer below group mean:
"Time does not permit me to be part of such planning 
sessions. I have a full-time job and a family."
"As adjunct faculty, the need for my presence is a 
function of the strategic planning process and not the 
reverse. I believe it is important for adjunct faculty to 
be aware and informed of mission and vision and strategic 
objectives of the institution but my input to that direction 
is of limited relevance. What is relevant, I feel, is 
whether or not I agree with the mission, vision, and goals 
as a determinant of my decision to de affiliated with the 
institution."
"It is difficult, if not impossible, to meet at the 
school's convenience for strategic planning sessions. The 
department should plan without adjunct input. There are so
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many meetings now that it is difficult to get any work 
done. "
"This doesn't matter much to me."
"While I think adjunct faculty may have an expressed 
desire to participate in planning, I am not sure that when 
they are asked to sit on committees or respond to questions 
that their behavior will be congruent (i.e. they may say 
they want to but do not carry through)."
"I see adjunct faculty as marginal to these processes."
Need 2. Informative sessions on methods of accessing 
support equipment, staff, supplies, etc., particularly 
during off-hours when adjuncts are on campus. Group Mean: 
3 . 8
Greater than one integer above group mean:
"Teachers need guidance in use of building when offices 
are locked etc. When keys have to be obtained and returned, 
problems arise."
"In my department, there was no help in this area. Any 
information was obtained from secretaries. Sometimes 
information was not available for a period of time."
"Allows me to organize and implement my teaching more 
effectively."
"Especially for new adjuncts. It is very frustrating 
to know that all equipment is not available to you just 
because you are working when keys aren't available to unlock 
needed equipment. Adjuncts need to know to ask department 
heads for their own set of keys."
I see adjunct faculty as largely out of the loop for 
using the University's support services."
Greater than one integer below group mean:
"The information is useful, but I'd rather not attend 
another meeting. This can be coordinated by phone or 
promulgated via memo."
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"I tend to be self-sufficient in arranging for 
materials in advance."
"Just seems like a minor need. My preparation includes 
established equipment needs, etc, well prior to the night of 
class. Even if equipment doesn't work, by the time you 
would get it fixed you have lost too much time. In my world 
you just go forward."
"Since this information is usually available for the 
asking, I rank it lower as a need. I also take exception to 
the reference of off hours when adjunct faculty are on 
campus. I am on campus from 7:00 a.m. - 2:00 p.m. almost 
daily."
"This can be done directly with the secretary. I don't 
see where you need sessions with whomever to deal with 
issues which the adjunct knows best what his/her needs are."
Need 3. Training in academic use of computer technology to 
include hardware, presentation and discipline specific 
software, internet, on-line library resources, televised 
courses, etc. Group Mean: 3.9
Greater than one integer above group mean:
"If you teach didactically in the 90's there is a need 
to understand and use the latest technology."
"This training would make one’s efforts more efficient 
and allow lectures to be more interesting/dynamic."
"Faculty members who are not computer literate cannot 
keep up in a timely manner with currently available and 
future developments/knowledge in their field."
"Increases my teaching strategies to coincide with the 
students' ability to learn through the use of new and more 
date (information)."
"Courses need to use, and teach by, today's industry 
standards. Equipment must be readily available to support 
the training."
"This adjunct instructor would benefit from such 
training!"
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Greater than one integer below group mean:
"Computer skills are necessary, not as an adjunct, but 
as a human being in our society."
Need 4. How to enhance learning for adult and traditional 
students with use of technology. Group Mean: 3.7
Greater than one integer above group mean:
"Some older students need extra help. Technology would
allow these students to gain extra help/info independently."
"We have a mix of students with different needs. How
to reach all is important."
"Use of technology in and out of the classroom is 
essential in my area of teaching (industrial hygiene and 
toxicology). Both adults and traditional students can 
benefit from the same technology."
"Critical in the 21st century."
Greater than one integer below group mean:
"It is my experience that this training is part of the 
college curriculum leading to adjunct positions. Perhaps my 
experience is unique, and this training should be integral."
"This is a matter of individual initiative and 
discipline. Certain disciplines require constant update on 
technology. Not true in Philosophy and Religious Studies."
Need 5. Opportunities for peer support and knowledge 
exchange to enhance coordination among courses, program 
effectiveness, and collegiality. Group Mean: 3.8
Greater than one integer above group mean:
"There are often times inter-related courses in a given 
curriculum. Instructors that coordinate activities and 
offer like teaching strategies can aid the student by 
holistically providing an integrated learning environment. 
Further more, solid relationships between instructors
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provides for a sense of commonality to the student, a sense 
of unified teaching effort."
"We have no structured opportunities to meet with peers 
for any exchange. it would be so helpful."
"I use this now. It teaches these people to work 
together, deal with individual differences, and share ideas. 
Hopefully this will continue when they graduate."
"Very little information was exchanged or was available 
because of my adjunct status."
"I don't like working in the dark."
"Opportunities to interact with other faculty provide 
great forums for exchanging ideas - very important for 
teaching and morale."
"Now, I presume that the majority of adjuncts are 
endeavoring to be hired as full-time tenure track 
positions. Consequently, I gave the ranking of 5 on those 
categories which would give the individual visibility and 
interaction with members of the department. They need to 
know who the adjunct is as a person, his/her credentials, 
his/her abilities as a teacher, and especially his/her 
abilities as an academician. They need to know the adjunct 
so that he/she will have more than a fair shot at any new 
position that might be made available."
Greater than one integer below group mean:
Need 6. Orientation meeting/literature for new adjuncts to 
cover the structure of higher education, legal aspects of 
education, departmental and university policies and 
procedures, and utilizing existing local industry 
relationships for education purposes. Group Mean: 3.8
Greater than one integer above group mean:
"Adjuncts at large teaching institutions are often left 
on their own to figure out where they fit and what they are 
supposed to do. Universities often look at the adjunct as 
an experienced outsider that can mange without mentoring. 
Also, students may think of you as the odd person when it 
comes to your ignorance of standard policy or common
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teaching methodologies. Being viewed differently by 
students and staff alike I believe causes a degradation in 
the teaching environment."
"It would be extremely helpful because so many 
situations have arisen that if I had received more in depth 
information I could have addressed the issues properly and 
succinctly."
"It is nice to know the guidelines. My department gave 
them to me.1
"I see this as a critical first need for new adjuncts. 
It provides the logistical foundation and operating 
parameters within which the classroom goals are carried out. 
This includes simple instruction on what level of 
administrative support can be expected, how to reproduce 
classroom materials, departmental budget, syllabus 
expectations, etc."
"For protection."
Greater than one integer below group mean:
"This was such a part of my adjunct experience that it 
felt to be more a formality than a real attempt to include 
adjuncts in the faculty community. Perhaps this information 
is essential; however, more important is the feeling 
generated that adjuncts are an important part of the 
system."
Need 7. Exploring ways to efficiently utilize in and out of 
class time, to include synchronous and asynchronous 
activities, presentations, and homework, which effectively 
address needs of students with various levels of academic 
preparedness. Group Mean: 3.2
Greater than one integer above group mean:
"Students' needs are critical. I want to know as much 
about students as possible so I can plan strategies."
"I had a rough start, with little guidance on course 
development, what the needs of the students were, how to 
design projects, papers, tests, etc. I am still tinkering 
but feel I have found my stride."
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Greater than one integer below group mean:
"This seems to be a large part of the training and 
background that would enable an instructor to land the job 
in the first place. Requiring more training seems redundant 
and doesn't appreciate the knowledge and experience the 
adjunct faculty member already has. I suppose as an 
optional component, it is useful. As a requirement, it is 
potentially disastrous."
"It's not that I feel this is unimportant. I believe 
college instructors should already have these skills. They 
should not have to spend time on exploring at this point in 
their careers!"
"Faculty should already be prepared in this area."
"This is a worthy goal, but with 12 years teaching 
experience, I've developed a body of resources and would 
find limited relevance for workshops of this nature. They 
would probably be valuable for newer faculty."
"Adjunct should use own initiative to explore these 
issues."
Need 8. Designing valid and reliable measures of learning 
and knowledge for urban students in traditional and non- 
traditional education settings. Group Mean: 3.4
Greater than one integer above group mean:
"The bottom line is how well they learn. So, my part 
is how effectively do I teach."
"Our population - we need to know them. "
Greater than one integer below group mean:
"This was part of my training in graduate school."
"It's not that I feel this is unimportant. I believe 
college instructors should already have these skills. They 
should not have to spend time on exploring at this point in 
their careers!"
"These already exist. They include tests, group
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presentations, conferences, etc."
"I do not see this as a relevant need in the areas of 
Philosophy and Religious Studies. Philosophical/religious 
perspectives are highly individual. Consequently, designing 
valid and reliable measures of learning and knowledge sounds 
like puke to me."
Need 9. Ways to provide inputs on textbook selection, 
course development, and faculty feedback to department 
chairs. Group Mean: 3.9
Greater than one integer above group mean:
"This component is crucial in order to enhance 
curriculum development and help adjunct professors feel they 
are part of the faculty."
"I feel strongly that adjunct faculty should have input 
in selecting textbooks and other course material."
"As adjuncts, I believe we're stuck with what others 
have decided for us."
"I think current experience in the field makes it
important for me to give input."
"Too often discussions on material and objectives are 
made without including an adjunct. If the textbook is 
changed, can the old one still be used? If not, additional 
preparation time may be needed."
"Now, I presume that the majority of adjuncts are 
endeavoring to be hired as full-time tenure track 
positions. Consequently, I gave the ranking of 5 on those 
categories which would give the individual visibility and 
interaction with members of the department. They need to 
know who the adjunct is as a person, his/her credentials, 
his/her abilities as a teacher, and especially his/her 
abilities as an academician. They need to know the adjunct 
so that he/she will have more than a fair shot at any new 
position that might be made available."
"Because we teach the course."
Greater than one integer below group mean:
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Need 10. Current methods of interacting with students to 
include handling student problems inherent in urban 
populations, cheating, rudeness, retaliation (particularly 
at full-time place of employment), and interpreting and 
responding to verbal and non-verbal student cues. Group 
Mean: 3.4
Greater than one integer above group mean:
"Behavior problems are increasing in the college 
setting . This is a relatively new problem that needs to be 
addressed."
Greater than one integer below group mean:
"This is a matter of sensitivity, compassion, and 
attention. If teachers don't have this, they should re­
evaluate their goals in teaching."
"for a new staff"
"I have never experienced this problem with my graduate 
students."
"Not a problem in my classes."
"The role of the instructor is to facilitate learning, 
not to understand and coddle students. There is so much 
emphasis on learning about urban environments and 
accommodating irresponsible students that one wonders 
whether to teach them or excuse their work as a product of 
their environment. The latter may work in one class but 
does not prepare the student for future classes or life."
"Knowledge in this area already sufficient (for me 
personally) ."
"Universities constantly crank out manuals, handbooks, 
etc., that address these issues. I do not see the need for 
special sessions for adjuncts.
Need 11. Personal skills: time management, leadership 
skills, ethics, presentation/speaking skills, etc. Group 
Mean: 2.8
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Greater than one integer above group mean:
"Faculty members, however knowledgeable in their 
fields, who cannot control their classrooms, who cannot 
present effective instruction using good teaching and 
speaking skills, or who can be pressured into changing or 
doing something for their students that is ethically wrong, 
are not effective teachers/faculty members."
I believe personal skills are of utmost importance 
because as an adjunct faculty member, I am fully employed 
with a different agency. As such, I have to balance my
commitment and obligation to ensure I give 100% to all my
endeavors. Ethics, leadership, role modeling, mentoring are 
skills which require strong solid development to facilitate 
completing the obligation of adjunct faculty."
"Since it is the teacher's role to impart knowledge and 
facilitate learning, then the teacher should be able to
communicate effectively. Personal knowledge is useless if
it cannot be imparted."
"These personal skills are absolutely essential for 
effective teaching at the college level."
Greater than one integer below group mean:
"It would seem to me that one would have to have these 
skills in order to get to the level of being an adjunct 
faculty member."
"Should not be on staff if I can't do this."
"It's not that I feel this is unimportant. I believe 
college instructors should already have these skills. They 
should not have to spend time on exploring at this point in 
their careers!"
"I think I have that already."
"Time management and leadership skills, in my opinion, 
do not correlate directly to success as an adjunct faculty 
member."
Need 12. Mentorship program with full-time faculty to 
include feedback on teaching, inclusion in professional 
development activities for full-time faculty, opportunity to
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 4 3
observe veteran full-time faculty, and overall increased 
interaction with faculty. Group Mean: 3.3
Greater than one integer above group mean:
"More of a team effort. I may be a low life adjunct 
but my students are as important as President Koch's."
"I believe more direct contact with full-time faculty 
will improve relevance of curriculum delivered to students - 
will counteract lack of monitoring by faculty currently in 
existence."
"This would help someone brand new to teaching."
Greater than one integer below group mean:
"In retrospect, I think this is a good idea as long as 
the implication is not so much that full time faculty are 
superior to adjuncts. This would be destructive."
"I have my own style and my own relationship with my 
students."
"I do not have time to attend other classes."
Need 13. Current research on adult learning theory, 
experiential teaching strategies, and associated education 
topics. Group Mean: 3.5
Greater than one integer above group mean:
"Teaching an adult is different than teaching an 
eighteen year old. Younger campus students need more 
teaching and managing, therefore slanting the teaching style 
of the instructor. In extension or satellite campuses, a 
more mature learning theme is present . Students are older 
and are most often paying for their own education because 
they want to learn. Adjuncts already add great value due to 
their industry experience. By ensuring they are kept 
abreast of mature teaching strategies, these mature learning 
environments will be greatly enhanced."
"I always want to get better."
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"Very few adjuncts, I believe, have any information on 
learning styles and theory or on a variety of teaching 
methods. I believe, too, that most adjuncts don't even know 
that they are lacking this information and knowledge."
"I believe current research on learning theory is 
essential for all higher education faculty, including 
adjunct - this would address many of the other concerns, 
e.g. handling student problems and interpreting and 
responding to verbal and non-verbal cues (need #10)."
Greater than one integer below group mean:
"It seems that most conscientious teachers would keep 
up with this literature on their own."
Need 14. How to understand and meet the learning needs 
simultaneously of urban students from various ethnic, 
racial, and socioeconomic backgrounds, and age and gender 
while teaching to one class. Group Mean: 3.5
Greater than one integer above group mean:
"In my particular case and many other adjunct faculty 
members have courses that include both undergraduate and 
graduate level students resulting in diverse ages. Old 
Dominion University has a very diverse ethnic, racial, and 
socioeconomic mix of students."
"I feel faculty must be sensitive to the needs of 
diverse students."
"Multicultural issues are important!"
Greater than one integer below group mean:
"To me, this mostly seems to be common sense, 
sensitivity, and compassion. Highlighting these differences 
doesn't seem as beneficial as letting them emerge in the 
classroom and channeling them into discussion, lecture, 
assignment."
"It's not that I feel this is unimportant. I believe 
college instructors should already have these skills. They 
should not have to spend time on exploring at this point in
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their careers!"
"As a special educator, I am already sensitive to 
individual differences/styles. However, what is more 
important is preparing students for the future workplace."
"The role of the instructor is to facilitate learning, 
not to understand and coddle students. There is so much 
emphasis on learning about urban environments and 
accommodating irresponsible students that one wonders 
whether to teach them or excuse their work as a product of 
their environment. The latter may work in one class but 
does not prepare the student for future classes or life."
Need 15. Professional development: opportunities to attend, 
with financial assistance, doctoral course work, 
professional seminars, and certificate training as well as 
information on involvement in professional organizations. 
Group Mean: 3.9
Greater than one integer above group mean:
"Adjuncts are often second citizens when it comes to 
money and resources. As in any profession, company support 
of the employee, in the form of training and professional 
development, is paramount to the employee's feelings toward 
their employer and their jobs. As adjuncts are most often 
not in tenure tracks , they tend to be forgotten amongst the 
faculty. Therefore, I feel it is very important that the 
adjunct be an integrated part of the environment and be 
allowed the same opportunities."
"These opportunities would keep adjunct faculty members 
engaged, stimulated, striving to explore."
"I feel left out. Also, expenses are usually beyond 
what adjuncts can reasonably afford."
"I want to improve my teaching. By keeping current, I 
will be able to meet this goal."
"I firmly believe that the University should support 
their adjuncts. We are there usually because of specialized 
training. If an adjunct needs training to update skills or 
if they need equipment for a class, then the University 
should provide some help. For example, for three classes I 
teach, the department was unwilling to purchase the
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equipment. I ended up spending almost $900.00 for it so I 
could teach the class. If I walked away from my position 
now, the University would not be able to finish the class 
with another instructor."
"I think they expect a lot out of us but we get no 
benefits or help financially."
"Now, I presume that the majority of adjuncts are 
endeavoring to be hired as full-time tenure track 
positions. Consequently, I gave the ranking of 5 on those 
categories which would give the individual visibility and 
interaction with members of the department. They need to 
know who the adjunct is as a person, his/her credentials, 
his/her abilities as a teacher, and especially his/her 
abilities as an academician. They need to know the adjunct 
so that he/she will have more than a fair shot at any new 
position that might be made available."
"Lifelong learning."
Greater than one integer below group mean:
"I already hold a Ph.D. and have access to a full-range 
of professional development opportunities through my day 
job. "
Need 16. On-going faculty development program addressing 
topics such as syllabus development and course requirements 
and objectives. Group Mean: 3.6
Greater than one integer above group mean:
"This is critical to improving services provided by 
adjunct faculty. Currently only students evaluate the 
faculty on what is delivered. The may find what is 
delivered to be valuable and yet be unaware of, for 
instance, the omission of significant course content."
"Now, I presume that the majority of adjuncts are 
endeavoring to be hired as full-time tenure track 
positions. Consequently, I gave the ranking of 5 on those 
categories which would give the individual visibility and 
interaction with members of the department. They need to 
know who the adjunct is as a person, his/her credentials, 
his/her abilities as a teacher, and especially his/her
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abilities as an academician. They need to know the adjunct 
so that he/she will have more than a fair shot at any new 
position that might be made available."
"For protection and quality."
Greater than one integer below group mean:
"It's not that I feel this is unimportant. I believe 
college instructors should already have these skills. They 
should not have to spend time on exploring at this point in 
their careers!"
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NEED 1
Acje Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
I 2 1 1 1 1 1 1 1 1 1 1 1
2 2 1 2 1 2 1 1 2 1 2 1 2
3 2 1 2 2 2 2 2 2 2 2 2 2
4 2 2 2 2 2 2 2 2 2 2 2 2
5 3 2 2 2 2 2 2 2 3 2 2 2
6 3 2 2 2 2 2 2 2 3 2 2 3
7 3 2 2 2 2 2 2 2 3 2 2 3
8 3 2 3 2 3 2 3 2 3 2 2 3
9 3 2 3 3 3 3 3 3 3 3 3 3
1 0 3 2 3 3 3 3 3 3 4 3 3 3
1 1 4 2 3 3 3 3 3 3 4 3 3 3
1 2 4 3 3 3 3 3 3 3 4 3 3 3
13 4 3 3 3 3 3 3 3 5 3 3 4
14 4 3 3 3 3 3 3 3 5 3 3 4
15 5 3 3 3 3 3 3 3 3 3 4
16 5 3 3 3 3 3 3 3 3 3 4
17 3 3 3 3 3 3 3 3 3 5
18 3 3 3 3 3 3 3 3 3 5
19 3 3 3 3 4 3 3 4 3
2 0 3 3 4 3 4 3 4 4 3
2 1 3 3 4 3 5 3 4 4 4
2 2 3 3 5 3 5 3 4 4 4
23 3 4 5 3 5 4 4 4 4
24 3 4 4 4 4 5 4
25 3 4 4 4 5 4
26 3 4 4 4 5 5
27 3 4 4 4 5 5
28 3 4 4 4 5
29 3 4 4 5
30 3 4 4 5
31 3 4 4 5
32 4 5 4
33 4 5 5
34 4 5 5
35 4 5 5
36 4
37 4
38 4
39 5
40 5
41 5
42 5
Mean 3.25 3.02 3.26 2.83 3.20 2. 91 3 . 1 0 3.07 3.07 2.92 3.04 3.11
Std Dev 1 . 0 1 1 . 0 1 1 . 0 1 1 . 0 1 1.05 1.06
point-
biserial
0 . 1 0 0 . 2 1 0.14 0 . 0 1 0.07 -0.04
t-test 0.76 1 . 61 1.06 0 .08 0.43 -0.23
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NEED 2
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 2 1 2 1 2 1 2 1 2 1 2 1
2 2 2 2 2 2 2 2 2 3 2 2 2
3 3 2 3 2 2 2 3 2 3 2 3 2
4 3 2 3 2 3 2 3 2 3 2 3 2
5 3 2 3 2 3 3 3 2 3 2 3 2
6 4 3 3 3 3 3 3 3 3 2 3 3
7 4 3 3 3 3 3 3 3 3 3 3 3
8 4 3 3 3 3 3 3 3 4 3 3 3
9 4 3 4 3 3 3 3 4 4 3 3 4
1 0 4 3 4 3 3 4 3 4 5 3 3 4
1 1 4 3 4 3 3 4 3 4 5 4 4 4
1 2 4 3 4 3 4 4 3 4 5 4 4 4
13 5 3 4 4 4 4 4 4 5 4 4 4
14 5 3 4 4 4 4 4 4 5 4 4 4
15 5 3 4 4 4 4 4 4 4 4 4
16 5 4 4 4 4 4 4 4 4 4 5
17 4 4 4 4 4 4 4 4 4 5
18 4 4 4 4 4 4 4 4 5 5
19 4 4 4 4 5 4 4 4 5
2 0 4 4 4 4 5 4 4 4 5
2 1 4 4 5 4 5 5 4 5 5
2 2 4 5 5 4 5 5 5 5 5
23 4 5 5 4 5 5 5 5 5
24 4 5 5 5 5 5 5
25 4 5 5 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 5 5 5 5
31 5 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.81 3.81 4.11 3.35 3.94 3.61 3 . 90 3.70 3.79 3.46 3 . 96 3.39
Std Dev 1.03 1.03 1.03 1 .03 1 . 1 1 1 . 1 0
point-
biserial
0 . 0 0 0. 37 0.16 0 . 1 0 0.14 0 .26
t-test 0 . 0 1 2. 94 1 . 2 1 0 .73 0 . 8 8 1 .76
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Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 3 1 3 1 3 3 1 3 1 3 1
2 3 3 3 3 3 3 3 3 3 3 3 3
3 3 3 3 3 3 3 3 3 3 3 3 3
4 3 3 3 3 3 3 3 3 3 3 3 3
5 3 3 3 3 3 3 3 3 3 3 3 3
6 3 3 3 3 3 3 3 3 3 3 3 3
7 3 3 3 4 3 3 3 3 4 3 3 4
8 3 3 3 4 3 3 4 3 4 3 3 4
9 4 3 3 4 4 3 4 3 4 3 3 4
1 0 4 4 3 4 4 4 4 3 4 3 3 4
1 1 4 4 3 4 4 4 4 4 4 4 4 4
1 2 4 4 4 4 4 4 4 4 5 4 4 4
13 4 4 4 4 4 4 4 4 5 4 4 4
14 4 4 4 4 4 4 4 4 5 4 4 4
15 5 4 4 4 4 4 4 4 4 4 4
16 5 4 4 4 4 4 4 4 4 4 5
17 4 4 4 4 4 4 4 4 4 5
18 4 4 4 4 4 4 4 4 4 5
19 4 4 5 4 5 4 4 4 4
2 0 4 4 5 4 5 4 4 4 5
2 1 4 4 5 4 5 4 4 4 5
2 2 4 4 5 4 5 5 4 5 5
23 4 4 5 4 5 5 5 5 5
24 4 4 4 5 5 5 5
25 4 4 4 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 5 5 5 5
31 5 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.50 4 .10 3.91 3.96 4.00 3.83 4.10 3.74 3.79 3. 63 3.96 3.72
Std Dev 0.83 0.83 0.83 0.83 0.84 0 . 8 8
point-
biserial
-0.32
CNJoo1 0 . 1 0 0 . 2 1 0.09 0.14
t-test -2.54 -0.19 0.77 1.64 0.56 0.90
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
N EED  4
1 5 2
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 2 1 2 1 1 1 1 1 1
2 2 2 1 2 1 2 2 2 2 2 2 2
3 3 2 2 3 3 2 2 3 2 3 2 3
4 3 3 3 3 3 3 3 3 3 3 3 3
5 3 3 3 3 3 3 3 3 3 3 3 3
6 3 3 3 3 3 3 3 3 3 3 3 3
7 3 3 3 3 3 3 3 3 4 3 3 3
8 4 3 3 3 3 3 3 3 4 3 3 4
9 4 3 3 3 3 3 3 3 4 4 3 4
1 0 4 3 3 4 3 4 3 4 4 4 3 4
1 1 4 3 3 4 3 4 3 4 4 4 3 4
1 2 4 3 4 4 4 4 4 4 4 4 4 4
13 4 3 4 4 4 4 4 4 4 4 4 4
14 4 4 4 4 4 4 4 4 5 4 4 4
15 5 4 4 4 4 4 4 4 4 4 4
16 5 4 4 4 4 4 4 4 4 4 5
17 4 4 4 4 4 4 4 4 4 5
18 4 4 4 4 4 4 4 5 4 5
19 4 4 4 4 4 4 4 5 4
2 0 4 4 4 4 5 4 4 5 4
2 1 4 4 5 4 5 4 4 5 4
2 2 4 4 5 4 5 4 5 5 4
23 4 4 5 4 5 4 5 5 4
24 4 4 4 4 5 5 4
25 4 4 4 4 5 4
26 4 4 4 5 5 5
27 4 5 4 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 4 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3 .50 3.83 3.80 3.65 3.80 3. 65 3.71 3.78 3.36 3.83 3.57 3. 61
Std Dev 0 . 97 0.97 0.97 0. 97 1.07 0.96
point-
biserial
- 0 .16 0.08 0.08
0o1 - 0 . 2 2 - 0 . 0 2
t-test - 1 .18 0.57 0 . 57 -0.27 -1.33 -0.14
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 5 3
NEED 5
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 2 5 2 2 2 2 2 2 2 2 2 2
2 2 5 2 2 2 2 2 2 2 2 2 2
3 3 5 2 2 2 2 2 2 3 2 2 2
4 3 5 2 3 2 3 3 2 3 2 3 3
5 3 5 2 3 3 3 3 3 3 2 3 3
6 4 3 3 3 3 3 3 3 3 3 3 3
7 4 3 3 3 3 3 3 3 4 3 3 3
8 4 3 3 3 3 3 3 3 4 3 3 3
9 4 3 3 3 3 3 3 3 4 3 3 4
1 0 4 3 4 3 4 3 3 3 4 3 3 4
1 1 4 3 4 3 4 3 4 4 5 3 3 4
1 2 4 3 4 4 4 4 4 4 5 4 4 4
13 5 3 4 4 4 4 4 4 5 4 4 5
14 5 3 4 4 4 4 4 4 5 4 4 5
15 5 3 4 4 4 4 4 4 4 4 5
16 5 4 4 4 4 4 4 4 4 4 5
17 4 4 4 4 4 4 4 4 4 5
IS 4 4 4 4 4 4 4 5 4 5
19 4 4 4 4 5 4 4 5 5
2 0 4 4 5 4 5 4 5 5 5
2 1 4 4 5 4 5 4 5 5 5
2 2 4 4 5 4 5 4 5 5 5
23 4 5 5 4 5 5 5 5 5
24 4 5 5 5 5 5 5
25 4 5 5 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 5 5 5 5
31 5 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.81 4.19 4.00 3.57 3.97 3. 61 3 .87 3.78 3.71 3. 63 3 . 8 6 3.72
Std Dev 0 . 8 6 0.99 0. 99 0 . 99 1 . 1 0 1 .07
point-
biserial
- 0 . 2 0 0 . 2 2 0.18 0 .05 0.04 0 .06
t-test -1.51 1. 65 1.37 0 .35 0.24 0 .41
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 5 4
NEED 6
Age Gender Degree Teh lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 2 1 2 2 1 2 1 2 1 2 2
2 2 2 2 2 2 2 2 2 2 2 2 2
3 2 2 2 2 2 2 2 2 2 2 2 2
4 4 2 2 3 2 3 2 2 3 2 2 3
5 4 2 2 3 2 3 2 3 3 3 3 3
6 4 2 2 3 2 3 3 3 3 3 3 4
7 4 3 3 3 3 3 3 3 3 3 3 4
8 4 3 3 3 3 3 3 4 4 4 3 4
9 4 3 4 3 3 4 3 4 4 4 3 4
1 0 4 3 4 4 4 4 3 4 4 4 4 4
1 1 4 3 4 4 4 4 4 4 5 4 4 4
1 2 4 3 4 4 4 4 4 4 5 4 4 4
13 5 3 4 4 4 4 4 4 5 4 4 4
14 5 3 4 4 4 4 4 4 5 4 4 5
IS 5 4 4 4 4 4 4 4 4 4 5
16 5 4 4 4 4 4 4 4 4 4 5
17 4 4 4 4 4 4 4 4 4 5
18 4 4 4 4 4 4 4 4 4 5
19 4 4 4 4 5 4 4 4 4
2 0 4 4 5 4 5 4 4 4 4
2 1 4 4 5 4 5 4 5 5 5
2 2 4 4 5 4 5 4 5 5 5
23 4 4 5 4 5 5 5 5 5
24 4 5 4 5 5 5 5
25 4 5 5 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 4 5 5 5
31 5 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.81 3. 81 3.91 3.65 3.89 3.70 3.81 3.81 3.57 3.67 3.82 3.83
Std Dev 1.05 1. 05 1.05 1.05 1.08 1 . 0 2
point-
biserial
0 . 0 0 0 . 1 2 0.09 0 . 0 0 -0.04 -0 . 0 1
t-test 0 . 0 1 0. 93 0. 67 -0.03 -0.26 -0.04
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 5 5
NEED 7
A<je Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 1 1 1 1 1 1 1 1 1
2 2 1 1 2 1 2 1 1 2 1 1 1
3 2 1 1 2 1 2 2 2 2 2 2 2
4 3 2 2 2 2 2 2 2 2 2 2 2
5 3 2 2 2 2 2 2 2 2 2 2 2
6 3 2 2 2 2 2 2 2 3 2 2 2
7 3 2 2 2 2 2 2 2 3 3 2 2
8 3 2 2 2 2 2 2 2 3 3 2 2
9 3 2 2 3 2 3 2 3 3 3 3 3
1 0 4 2 3 3 3 3 3 3 4 3 3 3
1 1 4 2 3 3 3 3 3 3 4 3 3 3
1 2 4 2 3 3 3 3 3 3 4 3 3 4
13 4 2 3 3 3 3 3 3 5 3 3 4
14 4 2 3 3 3 3 3 3 5 3 3 4
15 4 3 3 3 3 3 3 3 4 3 4
16 5 3 3 4 3 4 3 4 4 4 5
17 3 3 4 3 4 3 4 4 4 5
18 3 4 4 4 4 4 4 4 4 5
19 3 4 4 4 4 4 4 4 4
2 0 3 4 4 4 4 4 4 5 4
2 1 3 4 5 4 5 4 4 5 4
2 2 3 4 5 4 5 4 4 5 4
23 3 4 5 4 5 4 5 5 4
24 4 4 4 4 5 5 4
25 4 4 4 4 5 4
26 4 4 4 4 5 5
27 4 4 4 4 5 5
28 4 4 4 4 5
29 4 4 4 5
30 4 4 4 5
31 4 5 5 5
32 4 5 5
33 4 5 5
34 4 5 5
35 4 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.25 3.21 3.31 3.09 3.31 3.09 3.19 3.26 3.07 3.29 3 . 2 1 3.00
Std Dev 1.16 1.16 1.16 1.16 1 . 2 1 1 . 2 0
point-
biserial
0 . 0 1 0 . 1 0 0 . 1 0 1 o o (a) -0.09 0 .09
t-test 0 . 1 0 0.73 0.73 - 0 . 2 1 -0.54 0 .58
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 5 6
NEED 8
Age Gender Degree Tch Ivl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 2 1 1 1 1 1 1 1 1 1 1 1
2 2 1 2 2 2 2 2 2 2 2 2 2
3 2 2 2 2 2 2 2 2 2 3 2 3
4 3 2 2 2 2 2 2 3 2 3 2 3
5 3 2 2 3 3 2 2 3 2 3 3 3
6 3 2 3 3 3 3 2 3 2 3 3 3
7 3 3 3 3 3 3 3 3 3 3 3 3
8 3 3 3 3 3 3 3 3 3 3 3 3
9 3 3 3 3 3 3 3 3 3 3 3 3
1 0 3 3 3 3 3 3 3 3 3 3 3 3
1 1 3 3 3 3 3 3 3 3 4 3 3 3
1 2 3 3 3 3 3 3 3 3 4 3 3 4
13 4 3 3 3 3 3 3 3 5 3 3 4
14 4 3 3 3 3 3 3 3 5 3 3 4
15 4 3 3 3 3 3 3 3 4 3 4
16 4 3 3 4 3 3 3 3 4 3 5
17 3 3 4 3 3 3 3 4 4 5
18 3 3 4 3 4 3 4 4 4 5
19 3 3 4 4 4 4 4 4 4
2 0 3 3 4 4 4 4 4 5 4
2 1 3 4 5 4 5 4 4 5 4
2 2 3 4 5 4 5 4 4 5 4
23 3 4 5 4 5 4 4 5 4
24 4 4 4 4 5 5 4
25 4 4 4 4 5 5
26 4 4 4 4 5 5
27 4 4 4 5 5 5
28 4 4 4 5 5
29 4 4 4 5
30 4 5 5 5
31 4 5 5 5
32 4 5 5
33 4 5 5
34 5 5 3
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.06 3.48 3.43 3.26 3.51 3.13 3.35 3.37 2 .93 3. 50 3 .39 3.39
Std Dev 1 . 0 0 1 . 0 0 1 . 0 0 1 . 0 0 1 . 1 1 1 . 0 0
point-
biserial
-0.19 0.08 0.19 - 0 . 0 1 - 0 .25 0 . 0 0
t-test -1.42 0 . 62 1.44 -0.06 - 1 .56 0 . 0 1
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 5 7
NEED 9
Age Gender Degree Tch Ivl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 3 2 3 2 2 2 2 3 2 3 2 3
2 3 2 3 2 3 3 2 3 2 3 3 3
3 3 3 3 3 3 3 3 3 3 3 3 3
4 3 3 3 3 3 3 3 3 3 3 3 3
5 4 3 3 3 3 3 3 3 4 3 3 3
6 4 3 3 3 3 3 3 3 4 3 3 3
7 4 3 3 3 3 3 3 3 4 3 3 3
8 4 3 3 3 3 3 3 3 4 3 3 3
9 4 3 3 3 3 3 3 3 5 3 3 4
1 0 4 3 3 3 3 3 3 3 5 3 3 4
1 1 5 3 3 3 3 3 3 3 5 3 4 4
1 2 5 3 3 4 3 4 4 3 5 4 4 4
13 5 3 4 4 4 4 4 4 5 4 4 4
14 5 3 4 4 4 4 4 4 5 4 4 5
15 5 3 4 4 4 4 4 4 4 4 5
16 5 3 4 4 4 4 4 4 4 4 5
17 3 4 4 4 4 4 4 4 4 5
18 3 4 4 4 4 4 4 5 5 5
19 3 4 4 4 5 4 4 5 5
2 0 4 4 5 4 5 4 4 5 5
2 1 4 4 5 4 5 5 4 5 5
2 2 4 4 5 4 5 5 5 5 5
23 4 5 5 4 5 5 5 5 5
24 4 5 5 5 5 c 5
25 4 5 5 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 4 .13 3.76 4 .03 3. 61 3.97 3.70 3 .94 3.78 4.00 3.83 4 . 0 0 3.83
Std Dev 0.89 0.89 0.89 0 .89 0. 95 0 .90
point-
biserial
0.18 0.23 0.15 0 .09 0.09 0 .09
t-test 1.40 1.80 1.16 0 . 67 0.52 0 .61
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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NEED 10
Acie Gender Degree Tch Ivl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 1 1 1 1 1 1 1 1 1
2 2 1 2 1 1 1 1 1 2 1 1 1
3 2 1 2 1 2 2 2 2 2 1 2 2
4 3 2 2 2 2 2 2 2 3 2 2 2
5 3 2 3 2 o 2 2 2 3 2 2 2
6 3 2 3 2 2 3 3 2 4 2 3 2
7 3 2 3 2 3 3 3 3 4 2 3 3
8 4 2 3 3 3 3 3 3 4 3 3 3
9 4 3 3 3 3 3 3 3 4 3 3 3
10 4 3 3 3 3 3 3 3 4 3 3 3
1 1 4 3 3~1 3 3 3 4 3 5 3 3 3
1 2 4 3 3 3 3 3 4 3 5 3 3 3
13 4 3 3 3 3 3 4 3 5 3 3 3
14 5 3 3 4 3 3 4 3 5 3 4 3
15 5 3 3 4 4 3 4 3 3 4 3
16 5 3 3 4 4 4 4 3 3 4 4
17 3 4 4 4 4 4 3 3 4 4
18 3 4 4 4 4 4 3 4 4 5
19 3 4 4 4 4 4 3 4 4
2 0 3 4 5 4 4 4 4 4 4
2 1 3 4 5 4 4 4 4 4 5
2 2 3 4 5 4 5 4 4 5 5
23 4 4 5 4 5 5 4 5 5
24 4 4 4 5 4 5 5
25 4 4 4 5 4 5
26 4 4 4 5 5 5
27 4 4 5 5 5 5
28 4 4 5 5 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 4 5 5
33 4 5 5
34 4 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3.50 3.40 3. 60 3.17 3.63 3.13 3.74 3.07 3.64 3.00 3 .57 2.78
Std Dev 1.14 1.14 1.14 1.14 1.24 1 . 2 0
point-
biserial
0.04 0.18 0 . 2 2 0.29 0.25 0 .33
t-test 0.28 1.40 1. 65 2.31 1.57 2.29
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 5 9
NEED 11
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 1 1 1 1 1 1 1
2 1 1 1 1 1 1 1 1 1 1
3 1 1 2 1 1 1 1 1 1 1
4 1 1 2 2 1 1 1 2 1 2
5 2 2 2 2 2 2 2 2 2 2
6 2 2 2 2 2 2 2 2 2 2 2
7 2 2 2 2 2 2 2 2 2 2 2 2
8 3 2 2 2 2 2 2 2 2 2 2 2
9 3 2 2 3 2 2 2 2 3 2 2 3
1 0 3 2 2 3 2 2 2 2 3 2 2 3
1 1 3 2 2 3 2 2 2 2 3 2 2 3
1 2 4 2 2 3 3 2 3 2 4 2 3 3
13 4 2 2 3 3 3 3 3 4 3 3 3
14 4 2 2 3 3 3 3 3 5 3 3 3
15 5 2 2 4 3 3 3 3 3 3 3
16 5 2 3 4 3 3 3 3 3 3 4
17 3 3 4 3 4 3 3 3 3 4
18 3 3 4 3 4 3 3 3 3 4
19 3 3 4 3 4 4 3 4 4
2 0 3 3 4 3 4 4 3 4 4
2 1 3 3 5 3 4 4 3 4 4
2 2 3 3 5 3 4 4 3 4 4
23 3 3 5 3 5 4 4 4 4
24 3 3 3 4 4 5 4
25 3 3 4 4 4 5
26 3 3 4 4 4 5
27 3 4 4 4 4 5
28 3 4 4 5 5
29 3 4 4 5
30 4 4 4 5
31 4 4 4 5
32 4 4 4
33 4 4 5
34 4 4 5
35 4 5 5
36 4
37 4
38 4
39 4
40 4
41 5
42 5
Mean 2 .75 2 . 8 8 2 . 69 3.09 2.94 2.70 3 .06 2.59 2 .43 2.67 2.96 2.56
Std Dev 1 .15 1 .15 1.15 1 .15 1 .15 1.19
point-
biserial
- 0 .05 - 0 . 17 0 . 1 1 0 . 2 1 - 0 . 1 0 0.17
t-test - 0 .38 - 1 .31 0.80 1 .58 - 0 .61 1.15
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 6 0
NEED 12
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 1 1 1 1 1 1 1 1 1
2 2 1 1 1 1 1 1 1 1 1 1 1
3 2 1 1 1 1 2 1 1 2 2 2 1
4 2 1 2 2 1 2 2 2 2 2 2 2
5 2 1 2 2 2 2 2 2 3 2 2 2
6 3 2 2 2 2 2 2 2 3 2 2 2
7 3 2 2 2 3 2 2 2 4 2 3 2
8 3 2 3 2 3 2 3 2 4 2 3 2
9 3 2 3 2 3 2 3 2 4 2 3 2
1 0 3 2 3 2 3 2 3 2 4 3 3 3
1 1 4 2 3 3 3 2 3 3 5 3 3 3
1 2 4 2 3 3 3 3 3 3 5 3 3 3
13 4 3 3 3 3 3 3 3 5 3 4 3
14 5 3 3 3 3 3 4 3 5 3 4 4
15 5 3 4 3 4 3 4 3 3 4 4
16 5 3 4 4 4 4 4 3 4 4 4
17 3 4 4 4 4 4 4 4 4 5
18 3 4 4 4 4 4 4 4 4 5
19 3 4 4 4 4 4 4 4 4
2 0 4 4 4 4 4 4 4 4 4
2 1 4 4 4 4 5 4 4 5 4
2 2 4 4 5 4 5 4 4 5 4
23 4 4 5 4 5 4 5 5 5
24 4 4 4 5 5 5 5
25 4 5 4 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 4 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3 .19 3.38 3. 63 2.87 3.60 2.91 3 .52 3.11 3.43 3.08 3 .50 2.72
Std Dev 1 .30 1.30 1.30 1 .30 1.32 1 .28
point-
biserial
- 0 . 07 0.29 0.26 0 .16 0.13 0 .30
t-test - 0 .50 2.25 2 . 0 2 1 .18 0.77 2 .09
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 6 1
NEED 1 3
Age Gender Degree Tch Ivl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 1 1 1 2 1 2 1 2 1
2 2 2 2 2 2 2 2 1 2 1 2 1
3 2 2 2 2 2 2 2 2 2 2 2 2
4 2 2 2 2 2 2 2 2 3 2 2 3
5 2 3 3 2 3 2 2 3 3 3 2 3
6 3 3 3 3 3 3 3 3 3 3 3 3
7 3 3 3 3 3 3 3 3 3 3 3 3
8 3 3 3 3 3 3 3 3 3 3 3 3
9 3 3 3 3 3 3 3 3 3 3 3 4
1 0 3 3 3 3 3 3 3 3 3 3 3 4
1 1 3 3 3 3 3 3 3 3 3 3 3 4
1 2 4 3 3 3 3 3 3 3 4 4 3 5
13 5 3 3 3 3 4 3 4 4 4 j 5
14 5 3 3 4 3 4 3 4 4 4 3 5
15 5 3 3 4 3 4 3 4 4 3 5
16 5 3 3 4 3 4 3 4 4 3 5
17 3 4 4 3 4 3 4 4 3 5
18 3 4 4 4 4 4 4 5 3 5
19 4 4 4 4 4 4 5 5 4
2 0 4 4 5 4 5 4 5 5 4
2 1 4 4 5 4 5 4 5 5 4
2 2 4 4 5 4 5 4 5 5 4
23 4 4 5 4 5 4 5 5 4
24 4 4 4 4 5 5 4
25 4 4 4 4 5 4
26 4 4 4 4 5 4
27 4 4 4 4 5 5
28 4 5 5 4 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 4 5 5
33 4 5 5
34 4 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3 .19 3.64 3. 63 3.35 3. 60 3.39 3.39 3.67 3 . 0 0 3.58 3.25 3. 67
Std Dev 1 .06 1.06 1.06 1.06 1 . 1 0 1.09
point-
biserial
- 0 .19 0.13 0 . 1 0 -0.13 - 0 .26 -0.19
t-test - 1 .47 0. 98 0.73 - 1 . 0 0 - 1 .61 -1.28
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 6 2
NEED 14
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 1 1 2 1 1 1 1 2 1 1 1
2 1 2 1 2 1 2 1 1 2 1 1 i
3 1 2 1 2 1 2 2 2 3 2 2 2
4 2 2 1 3 2 2 2 2 3 2 2 2
5 3 2 2 3 2 3 3 2 3 2 3 2
5 3 3 2 3 3 3 3 3 3 3 3 3
7 3 3 3 3 3 3 3 3 3 3 3 3
8 3 3 3 3 3 3 3 3 3 3 3 3
9 4 3 3 3 3 3 3 3 4 3 3 3
1 0 4 3 3 4 3 3 3 3 4 3 3 3
1 1 4 3 3 4 3 3 3 3 4 3 3 3
1 2 4 3 3 4 3 4 3 3 5 3 3 4
13 4 3 3 4 3 4 4 3 5 4 _4j 4
14 4 3 3 4 3 4 4 3 5 4 4 4
15 5 3 3 4 3 4 4 4 4 4 5
16 5 3 3 5 4 4 4 4 4 4 5
17 3 3 5 4 5 4 4 4 4 5
18 3 4 5 4 5 4 4 4 4 5
19 4 4 5 4 5 4 4 4 4
2 0 4 4 5 4 5 4 4 5 4
2 1 4 4 5 4 5 4 5 5 4
2 2 4 4 5 4 5 4 5 5 4
23 4 4 5 4 5 4 5 5 4
24 4 4 4 4 5 5 4
25 4 4 4 4 5 4
26 4 4 4 4 5 5
27 4 4 4 4 5 5
28 4 4 4 5 5
29 4 4 4 5
30 4 4 4 5
31 4 4 4 5
32 4 4 5
33 4 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3 .19 3.64 3 .31 3.83 3 .46 3.61 3 .55 3.48 3.50 3.42 3 .46 3.22
Std Dev 1 . 1 1 1 . 1 1 1 . 1 1 1 . 1 1 1.13 1 .14
point-
biserial
- 0 .18 - 0 .23 - 0 .07 0 .03 0.04 0 . 1 0
t-test - 1 .41 - 1 .75 - 0 .50 0 .23 0 . 2 2 0 .70
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
1 6 3
NEED 15
A ?e Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 1 2 1 2 1 2 1 2 1 2 2 2
2 2 2 2 2 2 2 2 2 2 2 2 2
3 3 2 3 2 3 2 2 3 3 2 3 3
4 3 3 3 3 3 3 3 3 3 3 3 3
5 4 3 3 3 3 3 3 3 3 3 3 3
6 4 3 3 3 3 3 3 3 4 3 3 3
7 4 3 3 3 3 3 3 3 4 3 3 4
8 4 3 3 3 3 3 3 3 4 3 3 4
9 4 3 3 3 3 4 3 3 5 3 3 4
1 0 5 3 3 4 3 4 3 4 5 3 3 4
1 1 5 3 3 4 3 4 3 4 5 3 4 4
1 2 5 3 4 4 3 4 4 4 5 4 4 4
13 5 3 4 4 4 4 4 4 5 4 4 4
14 5 3 4 4 4 4 4 4 5 4 4 5
15 5 3 4 4 4 4 4 4 4 4 5
16 5 3 4 4 4 4 4 4 4 4 5
17 4 4 4 4 4 4 4 4 4 5
18 4 4 5 4 4 4 4 4 5 5
19 4 4 5 4 4 4 4 4 5
2 0 4 4 5 4 5 4 4 4 5
2 1 4 4 5 4 5 5 5 4 5
2 2 4 4 5 5 5 5 5 5 5
23 4 4 5 5 5 5 5 5 5
24 4 5 5 5 5 5 5
25 4 5 5 5 5 5
26 4 5 5 5 5 5
27 4 5 5 5 5 5
28 4 5 5 5 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 4.00 3.81 3.94 3.74 3.97 3.70 3.87 3.85 3.86 3.54 3.96 3.83
Std Dev 1 . 0 0 1 . 0 0 1 . 0 0 1 . 0 0 1.05 0. 98
point-
biserial
0.09 0 . 1 0 0.14 0 . 0 1 0.15 0.07
t-test 0. 65 0.76 1.03 0.07 0.89 0.44
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
NEED 1 6
1 6 4
Age Gender Degree Tch lvl St age St type
1 2 1 2 1 2 1 2 1 2 1 2
1 2 1 1 2 1 2 1 2 1 2 1 2
2 3 2 2 2 2 2 2 2 3 2 2 2
3 3 2 2 2 2 2 2 2 3 2 2 2
4 3 2 2 3 2 3 2 3 3 2 3 3
5 3 2 3 3 3 3 3 3 3 3 3 3
6 3 2 3 3 3 3 3 3 3 3 3 3
7 4 3 3 3 3 3 3 3 4 3 3 3
8 4 3 3 3 3 3 3 3 4 3 3 3
9 4 3 3 3 3 3 3 3 4 3 3 3
1 0 4 3 3 3 3 3 3 3 4 3 3 3
1 1 4 3 3 3 3 4 3 3 4 3 3 3
1 2 4 3 3 3 3 4 3 3 5 3 4 4
13 4 3 3 4 3 4 3 4 5 3 4 4
14 4 3 3 4 3 4 3 4 5 4 4 4
15 5 3 4 4 3 4 4 4 4 4 5
16 5 3 4 4 3 4 4 4 4 4 5
17 3 4 4 4 4 4 4 4 4 5
18 3 4 4 4 5 4 4 4 4 5
19 3 4 4 4 5 4 4 4 4
2 0 3 4 4 4 5 4 4 5 4
2 1 4 4 5 4 5 4 5 5 4
2 2 4 4 5 4 5 4 5 5 4
23 4 4 5 4 5 4 5 5 5
24 4 4 4 4 5 5 5
25 4 4 4 4 5 5
26 4 5 4 5 5 5
27 4 5 4 5 5 5
28 4 5 4 5 5
29 4 5 5 5
30 4 5 5 5
31 4 5 5 5
32 5 5 5
33 5 5 5
34 5 5 5
35 5 5 5
36 5
37 5
38 5
39 5
40 5
41 5
42 5
Mean 3. 69 3.62 3.74 3.48 3 .60 3.70 3 .58 3.70 3.64 3.50 3 . 6 8 3.44
Std Dev 1 . 0 0 1 . 0 0 1 . 0 0 1 . 0 0 1.03 1 . 0 2
point-
biserial
0.03 0.13 - 0 .05 - 0 .06 0.07 0 . 1 1
t-test 0.23 0.98 - 0 .35 - 0 .46 0.41 0 .75
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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